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I. INTRODUCTION 
In June , 1943, the Research Branch, I. & E. Divis ion o~ 
the U. s . Army, conducted a survey whi ch presented seemingly 
inexplicable ~1ndings. An assumpti on which most pers onnel 
workers blithely make appeared to be pr oven untenable. Simi-
lar studies of varying scope were subsequently conducted and 
the previous results entirely substantiated. The researc h 
to be here reported is an attempt to experimentally verify 
these findings and to test hypotheses ~rom "reference group 
theory." 
The Army Study 
Enlisted men in the Air Force (38) and in other branches 
of the Army were asked this question in the course of an in-
terview for a morale study : ''Do you think a soldier with 
ability has a good chance f or promotion in the Army?" Air 
Force pers onnel were f ound to be much ~ore critical of pro-
motion opportunities than were men in other branches despite 
the fact that objectivel y the promotion opportunities were 
far superior in the AAF . The differences are shown most 
clearly when data are examined from a special cross-section 
survey of Military Police in March, 1944, and the Air Corps 
segment of a cross-section survey of t he Army at the nearest 
available date -- namely , January, 1944 . 
The opportunities f or promotion in the Military Police 
were ab out t he poorest of any branc h of the Army--among this 
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special "sample of men in the Army 1 to 2 years, only 24 per 
cant of MP 1 s were noncoms as compared with 47 per cent of the 
J. ir Corps men ,. (37). '! :1l\.l_th~ the chances of promotion were better 
in the AAF the man were more critical of the opportunities 
than were the MP•s , as is shown in Chart I. Among Privates 
and PFC ' s in the AAF who had only some grade school or high 
school education 20% felt they had "a very good chance" of' 
being promoted, as contrasted with 33 per cent of the men 
with comparable education in the MP's. The difference is 
even greater among the higher educated men. Seven per cent 
of the high school graduates and college men in the Air Corps 
responded that way , as contrasted with 21 per cent of the 
Military Police . It should be noted that these were men who 
had not yet been promoted to a non-commissioned rank and were 
speculating about the chances of promotion. 
However, the trend continues when the data of nonc oms , 
men who already have been promoted, are examined. Only 30 
per cent of the lesser educated men in the AAF responded that 
the chances of promotion were "very good~" as contrasted with 
58 per cent of the Military Police. The corresponding figures 
i'or the better educated are 19 per cent and 27 per cent. 
The data cited above were especially selected because of 
the sharply contrasting promotional opportunities in the two 
brancnea. The 1943 study was wider in scope, including 
branches of the Army with smaller diff'erences in promotional 
opportunities. The Ground Force branches had the least oppor-
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tunities;. the Air Corps, the most; and Service Force branches 
ere intermediate. Again, the inverse relationship between 
promotion opportunity and satisfaction with the promotion 
system was f'ound ·!io hold. The Ground Forces 1 with the lowest 
rate of . promotion, were the most satisfied with the sys tem; 
the Service Forces were next; and the Air Forces were the 
least satisfied with the promotion system. 
These findings present a theoretical challenge which was 
met on a post hoc basis with the "relative deprivation hypoth-
esis ." This hypothesis holds that a person's fate is evalu-
ated a.s satisfactory or unsatisfactory not solely on the basis 
of objective qualities of that fate but also on the comparative 
position which that person holds with respect to his peers. 
For example, college trained men were more critical of 
promotional opportunities than were non-college trained men. 
Those with only a grammar school education were more satisfied 
than either high school graduates or college men. It should 
be menti oned that on the average college men had higher ranks 
than either of the other two groups, and those with a high 
school education held higher ranks than grammar school men. 
The greater dissatisfaction among the higher grades is not a 
function of grade, as will be illustrated shortly, but pre-
sumably a function of reference groups. 
In 1943, if a high school graduate or college man had 1 
to 2 years' longevity in the MP's the chances of his being a 
noneom were 34 out of 100. "If he earned the rating, he was 
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· one of the top third among his fellows of equal educational 
status. If he failed to earn the rating, he was in the same 
boat with two-thirds of his fellows with equal schooling. 
Contrast him with the Air Corps man of the same education 
and long~vity. The chances of the latter's being a noncom 
were 56 in 100, based on -the proportions in this sample at 
this time. If he had earned a rating, so had the majority 
of his fellows in the branch, and his achievement was rela-
tively less conspicuous than in t he MP 1 s. If he had failed 
to earn a rating, while the majority had succeeded, he had 
more reason to feel a sense of personal frustration, which 
could be expressed as criticism of the promotion system, 
than if he were one of two-thirds in the same boat, as among 
the MP's . C37, p.5l).n 
A.lt hough men for the higher grades were draVin from 
among the more educated soldiers one must bear in mind the 
fact t .hat in general, the men who had been promoted were 
more satisfied with the promotion system than were men who 
had not been promoted. · "Nor must we jump to the conclusion 
that men who were critical of the promotion policy were 
necessarily dissatisf'ied with their Army jobs.07,p.<53).u ._,,ait).:Mtls-
faction was found to be dependent upon many factors, one of 
which was promotion opportunity. 
Other than education a man's frame of reference for 
evaluating his progress might rest on his length of time in 
service. As one might expect, the data showed that "soldiers 
who had advanced slowly relative to other soldiers of equal 
longevity in the .lrmy were the most criti cal of the Armyis 
promotion opportunities ... 
The major findings of the Army studies were: 
(1) for a given rank, the shorter longevity the more 
favorable tends to be the attitude about promotion 
(2) for a given longevi ty, the higher the rank the 
more favorable tends to be the opinion about promotion 
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(3) for a given rank and longevity, the less education 
the more favorable tends to be the opinion about promotion 
(4) for a given rank, longevity and educational level, 
the les s the promotion opportunity afforded by a branch or 
combination of branches the more favorable the opinion tends 
to be toward promotion opportunity. 
It is the last finding which is of interest for the 
present research because: (a) the differences obtained were 
not large enough to be conclusive, and (b) if the results 
are supported in a carefully controlled l aboratory experi-
ment they will be germane to organizational problems in 
social and industrial psychology. 
Not only are the differences mentioned not very large, 
they also are far from being unidirectional. The responses 
of men in the 1943 study were sorted according to five ranks 
and three longevity periods, from which it was possible to 
make sixteen comparisons. After analysis it was found that, 
"in only 10 of the 16 comparisons do the proportions 'very 
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favorable' come out in exactly the reYerse order (with pro-
motion opportunity). And the results, though still in the 
same direction, tend to be less statistically decisive if 
comparison between any 2 forces is made combining the ' very 
.favorable' and 'fairly i'avorable' categories.n In other 
words, the results are merely suggestive of a trend t~vards 
rejection of a policy which promises greater opportunities 
for advancement. 
A critical attitude toward better opportunities be-
comes comprehensible only when we recognize that the frame 
of reference for evaluating the system is complex, includi~~ 
such bases as education, longevity, rank, aspirations, 
personal experiences, etc. Since these factors were not 
constant in the three branches, the Air Forces attracted 
more men of higher education, the effects of differential 
opportunities for promotion are not readily ascertainable 
i'rom the Army studies. To measure the effects oi' promotion 
opportunity on morale it is necessary to hold all other 
factors constant ., a task which is most easily performed in 
the laboratory. 
a. 
II. RELATED STUDIES . 
The two volumes or ~he American Soldier constitute a 
landmark in the progress or social psychological and socio-
logical research. Although the data were collected for im-
mediate, pragmatic purposes the authors frequently recognized 
the theoretical potentialities of their data and contributed 
hypotheses toward the development of reference group theory . 
At no point in the texts do the authors employ the term 
"reference group,u preferring to refer to "informal groups," 
1 
which is synonomous with the former. Newcomb (33) has ably 
summarized the relationships between the individual and his 
reference groups, and says that, nif a person's att itudes 
are influenced by a set of norms which he assumes that he 
shares with other individuals, those individuals constitute 
for him a reference group." However 1 ttA reference group may 
or may not exist, in the sense of being recognized by people 
other than the person for whom it serves as reference group" 
which distinguishes these groups from primary groups such as 
families , religions, etc. (33). These groups have been 
demonstrated to induce conformity behavior in attitudinal 
statements (3), influence conservative-radical orientations 
of social classes, bias interpretations of news events (32), 
maintain morale under stress (26), determine the desirability 
or undesirability of various personality traits (36), etc. 
lcooley and other sociologists refer to these as ttpri-
mary groups" (35) . 
From the developing reference group theory the I. & E. 
staff derived the nrelative deprivation hypothesis/' which 
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in itself was a significant theoretical contribution. The 
hypothesis is 11 simple, almost obvious 1 as they have been the 
i'irst to admit, "but its utility comes in reconciling data •••• 
where its applicability is not at first too apparent"(37). 1 
Merton, who has attempted to synthesize reference group 
theory with conceptions of functional sociology (29), points 
out that the major function of the hypothesis has been that 
of an interpretative intervening variable. Certain status 
attributes; e.g., marital or educational,· were generally 
" ••• taken provisionally as the independent 
variables. Once these relationships between 
independent and dependent variables are 
established, the problem is one of accounting 
for them; of inferring how it comes to be 
that the better educated are typically less 
optimistic about their chances for promotion 
or how it comes to be that the married man 
exhibits greater resentment over his induction 
into the military service. At this point of 
interpretation, the concept of relative de-
privation is introduced ••• n (29,)pf45). 
Merton's analysis is not quite complete. While it may 
have been true that expectations were reflections of status 
attributes, an independent variable, the sentiments and at-
titudes were functions oi' the expectations and fulfillment 
or non-fulfillment of the expectations, promotion or non-
promotion, receiving a commission or not receiving a commis-
sion. In other words, expectations ~ fate were the inde-
pendent variables in at least some of the studies. 
lFor a summary of the applications of this concept in 
The American Soldier, see Merton (29). 
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The effects on morale of these two variables, expecta-
tions of promotion and the degree of fulfilL~ent of these 
expectations, have not at all been experimentally investigated 
despite their relevance to our society. The influences of 
expectations and a success or failure experience, on levels 
of' aspiration, have been the subjects of many reports and are 
ably summarized by Lewin (25). For example, Whiting and 
Child (39) followed the typical level of aspiration study 
pattern in their investigation of the effects of partial or 
complete failure of goal achievement in everyday life, on 
later levels of aspiration. Although there is some similar-
ity between the present research and level of aspiration 
studies, the latter have not been concerned with the morale 
of the subjects. 
One of the primary characteristics of our contemporary 
society is the tremendous number of opportunities for upward 
mobility. It is indeed fortunate that these opportunities 
exist since our youngsters are indoctrinated from early child-
hood into the virtues of climbing the ladder of success. Un-
fortunately, however, the opportunities are not unlimited and 
the majority of our population are doomed to frustration of 
their early ambitions. This does not deter our parents and 
teachers from continuing · to inculcate a ''neurotic stri ving11 
(13, 28) for success in American youngsters. 
Industry is probably more concerned with this facet of 
personality than is any other social organization. They 
recognize that "promotional opportunities are the seeds of 
the hope of youthil (30) and are anxious to impress the 
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employees with the excellent prospects of promotion within 
their organization. Company magazines frequently carry 
feature stories ahout employees who have succeeded in climb-
ing the ladder--hoping that the spirits of the reader will 
be uplifted on realizing that promotions are possible in the 
company. It's conceivable that some employees identify with 
co-workers who have achieved a measure of success, and obtain 
a vicarious satisfaction of their own aspirations. In all 
probability, however, the satisfaction obtained .from others' 
success is not a potent determinant of general adjustment~ 
the job, or of a relatively permanent satisfaction with the 
promotion system. 
" Opportunities for advancement 11 is a phrase often used 
in advertising by personnel officers to attract applicants 
for positions . This writer knows of no research results 
which warrant the inclusion of this phrase as an attraction 
device despite the .fact that it is ucommon knowledge" that 
applicants desire jobs with opportunities .for advancement. 
However , 11 common knowledge" also leads us to suppose that 
people who have good chances for promotion would be less 
critical o.f the promotion system than people with poorer 
chances. The I . & E. (37) research appears to refute this 
supposition. It may be that the personnel o.f.ficers are in 
error also about the attractiveness of their advertisements. 
Un.fortunately, there is no other research specifically 
directed to the role of promotion opportunities in satisfac-
tion with the promotion system, satis.faction with the job or 
general morale. The only pertinent research which is avail-
able included this .factor among numerous others in a .flock 
shooting approach. Each item is correlated with an 
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i ndependent variable to determine the effects of the item on 
the variable, and vice versa. 
For example, in Kerr's Tear Ballot for Industry promo-
tional opportunities is one of 42 factors which he has cor-
related with labor turnover, industrial accidents, etc. His 
results with respect to turnover have been somewhat inconsist-
ant. In one electronics plant (22) he found promotion proba-
bility to be significantly (-.76) related to labor turnover, 
while in another electronics plant the correlation was insig-
nificant (~). Accident rate of employees in a tractor 
factory (21) and in an electronics factory (23) were signifi-
cantly correlated (-.90, -.40) with probability of promotion. 
Not only the rate of accidents but also their severity was 
related (-.50) to promotion probability in the latter study. 
With respect to accident frequency Kerr claims that, 
n ~ ••• when promotion is too unlikely, the 
typical employee may develop accident prone 
attitudes of relative indifference to the 
work environment. A reasonable chance to 
get ahead may constitute an incentive which 
not only stimulates the employee to do better 
work but may make him more alert to avoid 
hazards which may detain him in his progress" 
( 23,: P• 169 ). 
The Rundquist-Sletto morale scale was administered to 
951 college trained adults during the depression. " A- hundred 
men and a hundred women of the highest and a hundred men and 
a hundred women of the lowest morale were sorted out and their 
responses to various characteristics of the job were compared" 
(34). Significantly _, more men in the high morale group felt 
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that they had "ample opportunities for advancement" and that 
"advancement is rapid." The responses of women in the high 
and low morale groups were similar to those of the men except 
that the difference was not as great on the job characteris-
tic of "rate of advancement." Nor was there a significant 
difrerence on this factor between men and women who were low 
in morale. Sex differences were large within low morale 
groups with regard to responses to the item about opportuni-
ties for advancement--43 per cent of the males responding 
favorably as compared to 15 per cent of the females, the 
critical ratio being 5.18. 
In a mail survey Super (38) found that promotion did 
not influence satisfaction with the job. Sixty-seven per 
cent of people who had moved up in occupational level were 
satisfied; sixty-five per cent of those who had not changed 
were satisfied; and forty-seven per cent who were reduced 
were satisfied. The amount of change in level of the job 
made no difference in the satisfaction score. The major 
I 
determinant of dissatisfaction with the job, Super claims, 
is the discrepancy between aspiration and achievement. 
Morse (31) reports a similar phenomenon among clerical 
workers in an insurance office, but the discrepancy appears 
to affect satisfaction with the pay and status rather than 
satisfaction with the job. The number of promotions, or 
job changes, a person had in the company was inversely re-
lated to satisfaction with the pay and status of the job. 
On the other hand, satisfaction with the job was found to be 
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a function of type, or level of work. High level technicians 
and people in semi-supervisory positions were more satisfied 
with the job than were clerks doing varied or repetitious 
work. The same indices, skill level, or wage level, bore 
no relationship to general morale in Hull & Kolstad's studies 
of department store employees (15). 
In a laboratory experiment Klass found that intrinsic 
job satisfaction was unaffected by a person's expectations 
about the nature of a task when the fulfillment of expecta-
tions was high. When fulfillment was low, job satisfaction 
was adversely affected by high expectations (24). 
Both satisfaction with pay and status and identification 
with the company were positively related to clerical workers' 
expectations of advancement in the company. Girls who ex-
pected to be promoted had higher scores on these two indices 
of morale than did girls who didn't expect promotions (31). 
It can be seen from the studies mentioned above that 
little knowledge is currently available about promotion 
probability, or expectations of promotion, as an independent 
variable. The I. & E. research stands alone in this field. 
Kerr includes this variable among many others but fails to 
distinguish between persons who have and have not been pro-
moted; the interaction between probability of promotion and 
degree of fulfillment of that probability serves to cloud 
the meaningfulness of the results. 
The dependent variables have usually been job satisfaction 
15. 
or general morale. Job satisraction has been defined in 
similar terms in only two of the studies (19, 20), while the 
others use their own peculiar derinitions. This may partly 
account for the discrepancies in results noted above. Idio-
syncratic definitions are especially prevalent in use of the 
concept of morale, as has been clearly illustrated by Child 
(1). 
One of the most notable technological advances in morale 
studies was inaugurated by Likert (27) in 1941. His study of 
lire insurance agencies was "one of the first quantitative 
attempts to discover the relationships between morale and 
operational efficiency, as judged by an outside criterion" 
(18). Katz and his colleagues at the Survey Research Center 
have adopted the technique and related morale to absenteeism 
(17), productivity and superi'ision (19, 20), etc. Further-
more, they have systematically investigated the same dimen-
sions of morale under widely varying circumstances, such as 
among clerical workers, railroad men, public utilities 
employees and factory employees. The advantage of this 
approach lies in its continuity, in the possibility it affords 
for thorough investigation of variables and the comparability 
of results. For this reason the present research will in-
clude as dependent variables several of the dimensions of 
morale used in the SRC studies. 
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III. HYPOTHESES 
The relative deprivation hypothesis maintains that satis-
~action, or morale, is af~ected by the discrepancy between 
achievement and expectations; the discrepancy between the 
person's present position and the position he had expected 
to have at the time. Expectations may arise out of a variety 
of frames of reference; the particular expectation may be 
drawn from a person's age, educational, political, religious 
or any other referent group. In every-day life the expecta-
tions are frequently ill defined; e.g., the "neurotic striv-
ing for success" (13, 28) which is never quite reached; or 
the expectations are unrealistic; e.g., a son tries to emu-
late his father. 
In contrast to laboratory experiments, in field studies 
the variables are more realistic and powerful but, unfortu-
nately, they cannot be manipulated or carefully controlled. 
Furthermore, extraneous factors frequently enter and confound 
the results. It is difficult to test the relative depriva-
tion hypothesis in field studies because o~ the problems in-
volved in selecting a group o~ people with a common frame o~ 
rererence which is relevant to the dependent variables. In 
the laboratory it is possible to experimentally create a 
common ~rame of reference and insure its significance to the 
subjects. The problem of artificiality which is peculiar 
to laboratory experiments in social psychology requires 
special precautions where frames of reference are being 
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experimentally induced. 
Prior to experimentation~ however~ a normal definition 
of the hypothesis is needed. For purposes of this research 
the hypothesis will be defined as follows: 
Hypothesis I 
An individual's morale will be higher when 
an attractive fate has not fallen to him if 
that fate was perceived to have had a low 
probability of occurrence than if that fate 
was perceived to have had a high probability 
of occurrence. · 
The inverse of this deprivation hypothesis might be 
called a relative gratification hypothesis and stated as 
follows: 
Hypothesis II 
An individual's morale will be higher when 
an attractive fate has befallen him if that 
fate was perceived to have had a low proba-
bility of occurrence than if that fate was 
perceived to have had a high probability of 
occurrence. 
These two hypotheses suggest that regardless of the in-
dividual's fate his morale will partly be determined by the 
perceived probability of occurrence of that fate. This 
i• relati ve expectation hypothesisu is a general hypothesis 
of which the relative deprivation and gratification hypothe-
ses are sub-hypotheses. 
Hypothesis III 
For any given attractive fate~ an individ-
ual's morale will be higher if .that fate 
was perceived to have had a low probability 
of occurrence than if that fate was per-
ceived to have had a high probability of 
occurrence. 
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From common sense and a multitude or empirical observa-
tions one can deduce the hypothesis that the occurrence or an 
attractive event would result in higher morale than the non-
. occurrence or the event. This "relative rulrillment hypothe-
sis" might be stated as: 
Hypothesis IV 
For all given perceived probabilities of occur-
rence of an attractive event, an individual's 
morale will be higher if that event occurs 
than if that event does not occur. 
When Hypotheses III and IV are examined it can be seen that 
specific predictions about morale scores can be rormulated. 
A total of six predictions are generated when it is assumed 
that the event in question is attractive to all the indivi-
duals, these individuals are equally desirous of having the 
event occur and that certain individuals perceive the proba-
bility that the event will occur as low while others per-
ceive its probability as high. 
For the sake of clarity, those who perceive the proba-
bility of occurrence of the event as low will be designated 
as (L); those who perceive the probability as high will be 
designated as (H); (P) will designate those for whom the 
event actually occurs, while (NP) will stand for those for 
whom the event does not occur. Therefore, (L:P) will stand 
for individuals who perceive the probability as low but for 
whom the attractive event does actually occur. Conversely, 
(L:NP) means the perceived probability was low and the event 
did not occur. (H) designates those who perceive the proba-
bility as high, therefore (H:P) individuals are high 
perceived probabilit~es for whom the event occurs, while 
(H:NP) are high perceived probabilities for whom the event 
does not occur. The specific predictions about morale for 
these four groups of individuals are: 
Treatment Higher Morale Than 
L:P H:P 
L:P L:NP 
L:P H:NP 
H:P L:NP 
H:P H:.NP 
L:NP H:,NP 
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IV. METHODS AND PROCEDURES 
Subjects 
In pretests of males from a required course in General 
Psychology it was found that veterans, for a variety of 
reasons, reacted differently to the experimental situation 
than non-veteran males. Consequently, only non-veteran males 
were used as experimental subjects. 
For the experiment thirty-six groups of four men each 
were assembled from the General Psychology course. 1 Men 
were assigned to groups according to their hours available 
and the section of the course in which they were enrolled. 
In most cases each member of the group was from a different 
section of the course. An additional twenty subjects were 
recruited from freshman gymnasium classes and mixed in with 
this pool of subjects. 
Five men were called for each experiment, the fifth man 
as a guarantee of adequate subjects. Despite these precau-
tions in six groups only three subjects appeared; a stooge 
was used in place of the last man. Data of the stooges were 
discarded, which brought the total number of subjects down 
lAll subjects were enrolled at the University of Massa-
chusetts. At the time of this experiment, Spring, 1952, 
General Psychology was a required sophomore course. The 
Psychology Department required that students in this course 
participate in at least two hours of experimentation during 
the semester. The subjects were drawn from this pool. 
Therefore, these people were not a selected sample of volun-
teers, but represented almost the entire population of male, 
non-veterans taking General Psychology. 
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from 144 to 138. 
The Experimental Room 
The four subjects were taken into a 12 x 15 experimental 
room in which four desks were arranged in a rectangle with a 
five-foot-square space in the middle. On top of each desk 
was a cardboard shield, 30 inches high, which enclosed three 
sides of the desk. The shields entirely hid each man from 
the others# and eliminated communications except through cer-
tain prescribed means. Each shield had two slots cut into 
the bottom# one for incoming notes and one for outgoing notes. 
The experimenter stood in the middle of the rectangle and dis-
tributed notes as they were passed out. 
Introduction to Task 
The first part of the introduction, which was read by 
the experimenter to each group of subjects, served to orient 
them toward the problem of teamwork in the military intelli-
gence. They were told that we were concerned with the struc-
tural organizatio~ of a team for maximal efficiency. 
nYou f i nd that in the intelligence service 
each member of the team works privately, on 
a different part of the message that they 
are decoding. As each man makes headway in 
decoding letters in the secret message he 
tells the other men just what the letters in 
his part of the message stand for. Then 
when everyone is finished, they all can read 
the entire message. 
"We are going to do the same work as an intel-
ligence team. You will each work on different 
parts of a coded message. When you decode 
one-third of the letters you're working on# 
The Task 
you are to tell the other men what these 
letters stand for. You can do this by 
sending written notes. These notes will 
serve two purposes: (a) they will give us 
a record of the steps used in decoding a 
message, and (b) they will enable your team-
mates to make sense of the completed message. 
Write each note in triplicate, one for each 
member of the team." 
Each team worked on two messages, the second of which 
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was slightly more complex than the first one. The messages 
were written in "codes," and were soluble by direct substi-
tutions from the code sheet. The letters of each message 
were divided int o eight columns and six rows so that everyone 
had to decode two columns, six rows long, a total of twelve 
letters. Substitutions in the second message were made 
slightly more complex so that men who were promoted would 
feel that their work, as well as their status, had changed. 
The Independent Variables 
In order t o test the preceding hypotheses it was con-
sidered necessary to have two independent variables: 
(1) expectations, or perceived probability of occurrence of 
an attractive event, and (2) fate, the actual occurrence or 
non-occurrence of the event. The attractive event in this 
experiment refers to promotion in a pseudo-military hierarchy 
and the expectations pertain to the perceived probability 
of that promotion. Fate refers to whether or not the person 
was actually promoted. 
The experimental design is shown in Figure I. 
Promotion 
Fate 
No Promotion 
Probability of Promotion 
Figure I 
Probability 
High Low 
Perceived high or low probabilities of promotion were 
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established in the different groups by reading the following 
as part of the introduction: 
High Probability 
"However, I'm happy to say that after we 
decode the first message three of you will 
be promoted to more interesting codes with 
the position of Top Sergeant. So, you 
aren't stuck with the boring code that you 
start with. After the first message is com-
pleted three of you will be promoted to the 
more interesting Top Sergeant's codes, which 
you'll find more enjoyable." 
The Low Probability (L) groups were supposed to have 
only one man out of the four promoted. 
Low Probability 
"After we decode the f'irst message we can 
have ~ person out of this group promoted 
to a more interesting code at the Top Sergeant 
level. Although I'm sure that everyone 
would enjoy the higher level code much more 
than the Corporal's, I'm sorry to say that 
most of you will have to stay with it since 
there is only one opening f'or a promotion from 
the entire group." 
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Valence of Promotion 
In the context of this experiment, promotion refers to 
a shift from a lower to a higher role in a hierarchically 
organized structure. But promotions are not entirely attrac-
tive events because of the added responsibility and increased 
difficulty of the new task, which are expected concommitants 
of promotion. To some people the rewards of promotion are 
inadequate compensation for its punishment; these people 
would reject any opportunities for advancement which might 
present themselves. Since probability of promotion wouldn't 
be at all important to a person who isn't interested in the 
promotion it was necessary to minimize the possible deterrants 
and maximize the attractive features of promotion. The 
status and interesting work of the higher position were 
stressed, while no mention was made of increased difficulty 
and responsibility. This was accomplished in a section of 
the Introduction read by the experimenter. 
"I was saying that in the Intelligence you 
usually find four men working as a team. 
Sometimes these men are all of the same rank 
and sometimes they are of different ranks. 
The ones with the higher ranks work with 
more interesting and more highly secret 
codes. Conversely, the men with lower ranks 
use codes that are more monotonous, simple 
and repetitive. Obviously then, the higher 
ranking people have better jobs all around; 
better pay, more prestige and even more in-
teresting work." 
When promotions in a pseudo-military hierarchy are in-
troduced into a laboratory experiment the artificiality of 
the entire situation may negate all effects of the independent 
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variables. In order to reduce artiriciality as much as pos-
sible two steps were taken: (1) the subjects were allowed 
to become acquainted with each other by means of autobio-
graphical inventories, and (2) promotions were apparently 
determined by vote or the group members. 1 
The Autobiographical Inventory 
Berore the 0's were given messages to decode they were 
asked to fill out an autobiographical inventory, under the 
pretext of acquainting them with their teammates. The in-
ventory was also to serve them as a basis ror determining 
whom they would vote ror when they cast votes ror promotions. 
"I know it's difricult to work as a team 
with people you aren't acquainted with, 
whose names you don't even know. There-
fore, I have developed an Autobiographical 
Inventory which I'd like each or you to fill 
out. You'll rind an Inventory in your 
shield. Arter each or you has filled out 
his Inventory I'll circulate them around 
until everyone gets a chance to see what the 
other people are like, to get to know some-
thing about the other guy's personality." 
Voting ror Promotions 
rr only the experimenter were to be the judge of who 
should or should not be promoted some people might perceive 
his actions as entirely arbitrary and capricious. This was 
overcome by having the groups cast votes for promotions. 
When the rirst message was completed, papers were passed 
lActually, their votes did not determine the promotions, 
as will be explained in another section. 
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around to each man bearing the names of all members of the 
gr oup. 
"Now about the promotions that I mentioned- -
we all know that no group of men likes to 
have its leaders chosen for them by an out-
sider. They would rather select their own 
leaders and make all decisions about who is 
to be pr•omoted. Therefore, we will leave it 
to you people, the group as a whole, to vot.e 
on whom you want to have promoted. After 
the first message is completed I will pass 
out papers on which you can check whom you 
want to have promoted. The name of each 
member of the team is listed on the paper. 
You will know something about each man from 
his Autobiographical Inventory." 
Number of Votes 
In the H treatment they were instructed to vote for 
three men to be promoted; the L groups were told to vote for 
one man. A minimum number of votes was required for promo-
tion. This eliminated any person's speculating about his 
not being promoted when he voted for himself. 
"Just to make it easier to tabulate I think 
it would be advisable if we require at least 
two of you to vote for the same person to 
be promoted before we actually promote him. 
You can vote for yourself to be promoted but 
it will require at least one other person to 
also vote for you." 
Actual Determination of Promotions 
The experimenter entirely disregarded the votes as cast 
and secretly promoted everyone in the P groups, regardless 
of the probability of promotion. No one was promoted in the 
NP groups, regardless of the probability. In the L:P groups 
.. 
each man was led to believe he was the only one promoted, 
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while in the H:P each man was led to believe he was one of 
the three selected by the group. Since none of the H:NP men 
were promoted, each man was supposedly the only one so treated. 
The Dependent Variable 
As with other concepts which have been adopted from the 
laity, the concept of morale suffers from ambiguity. At 
times it has been taken to mean individual well-being, ability 
to suffer privations, fighting spirit, attitudes toward a 
company, a community or a nation. As a consequence, the con-
cept has been ill--defined for purposes of scientific measure-
ment {1). In the vulgar parlance, morale has most frequently 
been considered to be synonomous with esprit de corps, or the 
nold college spirit." One is hardly likely to find evidence 
.. 
of such "spirit" in an industrial situation, and yet this 
would hardly be considered sufficient evidence on which to 
postulate low morale in a factory. What has happened is that 
a general concept of morale has been adopted by the public 
so that a lack of esprit de corps has sufficed as evidence of 
low morale. 
The Survey Research Center studies in Human Relations 
have departed f'rom customary techniques o:r morale measurement 
and "suggest that; morale is not a strictly unitary concept 
but that it consists o:r a number of dimensions. The dimen-
sions investigated were (1) intrinsic job satisfaction--that 
-
is, the satisfaction that derives from the content of the 
work itself; (2) pride in work group; {3) satisfactions with 
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wages and with promotional opportunities; and (4) identifica-
tion with the company" (19). These indices appear to be 
fairly independent of each other, the highest intercorrelation 
between indices being .43. The first three indices listed · 
will be used as measures of morale, the dependent variable, 
in this research. 
First ~uestionnaire 
After one message was completed the first questionnaire 
was administered. It contained the names of the men for 
voting purposes; also included were a number of questions 
measuring motivation and the success of our instructions. 
Second Questionnaire 
The second questionnaire was self-administered after two 
messages had been completed. Of the eight questions asked, 
seven required an answer on a seven-point scale which ran 
from "highly satisfied" to "highly dissatisfied" (see Appendix 
A.) Lower scores signified a more favorable attitude toward 
that item. The last question was of the open-ended type which 
asked for an explanation of the preceding answer. 
The first six questions were intended to provide data 
for the dependent variable. They measured the following 
aspects of morale: 
~uestion I - attraction to members of the group 
Question II - satisfaction with the task of decoding 
the first messag~ 
~ue stion III - desire to remain a member of the group 
Question IV - satisfaction with the promotion system 
~uestion V- evaluation of the group's productivity 
Question VI - satisfaction with the task of decoding 
the second message 
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At the conclusion of the experiment the design and vari-
ables were explained to the subjects. They were requested 
not to divulge any information about the experiment to other 
students until a specified date. To the best of the experi-
menter's knowledge this request was honored and no subject 
came in to the experiment with previous information about the 
study. 
• 
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V. RESULTS 
Berore discussing the results proper it is necessary 
to determine whether the pseudo-military hierarchical situa-
tion took hold. Ir the situation created was not as intended 
then the results must be considered to be spurious phenomena. 
The instructions were designed to make promotions attrac-
tive to all members regardless or the probability of a promo-
tion. In Table I are shown Mean "attraction to promotion" 
scores of the rour treatments. 
Table I 
Treatment Means and Standard Deviations to 
the Ques t ion: "How strongly would you like 
to have a promotion on the next message?"* 
Treatment 
L:P 
H:P 
L:NP 
H:NP 
Mean 
1.97 
1.85 
1.86 
1.75 
SD 
.95 
.70 
.95 
.70 
*On all questions the smaller scores repre-
sent more ravorable responses. 
Analysis of:' variance or this question (Table II) yields 
an F ratio of .07, which means that the null hypothesis of 
no difference in motivation between treatments cannot be re-
jected. Evidently, motivation was not inrluenced by the dif-
rerent probabilities of promotion. 
Table II 
Analysis of Variance of Motivation Scores 
of the Experimental Treatments 
Source of 
Variation 
Total 
ss di' Mean Square 
98.39 
F 
Between Groups .83 3 .27 .07 
Within Groups 478.34 134 3.56 
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p 
The fact that motivation did not differ between treat-
ments might have been an indirect result of instructions too 
weak to influence a person's expectations of getting a pro-
motion. The appropriate question then is: Did a signifi-
cantly higher percentage of the H groups expect a promotion 
to Sergeant than among the L groups? The Chi Square differ-
ence was found to be beyond the .01 level (Table III); the 
H groups expected promotions, whereas the L groups did not. 
Table III 
Chi Square Differences Between H and L Treatments 
on Their Expectations of Promotion. "Which position 
do you expect to have on the next message? 
Corporal _, Sergeant _." · 
Treatment 
H L 
Sgt. 41 I 12 Expected I Cpl. 25 60 .. ) 
138 
Chi Square 
-
36 
df • ]. p = ~.01 
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Homogena:bty of Subjects 
Inasmuch as there were nine groups within each condition, 
in order to combine the data of these individuals it was 
necessary to determine whether or not there was a significant 
difference among the groups within each condition. To do this 
the scores to the six questions for each of the four conditions 
were anelyzed by analyses of the variance. Of the twenty-four 
F's thus obtained only one was significant, and that at the 
.05 level. One F out of twenty-four might be expected to be 
significant as a result of chance operations. Therefore, 
pooling of the data of all groups in each condition is justi-
fi e d. 
Tests of Hypotheses 
In order to test the major hypotheses an index of general 
morale was constructed. The scores to each of the six questions 
for each individual in a particular treatment were summed and 
a treatment Mean obtained. These Means are reported in 
Table IV. 
L:P 
Tabla IV 
Mean Scores of Index of General Morale 
Based on Six Questions 
Treatment 
H:P L:N:B H:NP L H P , _ NP 
Mean 15.11 15.35 17.08 18.21 16.23 16.74 16.08 17.61 
To test the null hypothesis of no difference between Means 
of this index the scores were submitted to analysis of variance. 
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The F ratio which was produced was significant beyond the .05 
level (Appendix B)u These scores were then submitted to 
further analysis based upon a partitioning of sums of squares 
betwe en groups. The sums of squares may be "partitioned into 
as many component parts as there are degrees of freedom asso-
ciated with it11 (5) in a 2 x 2 factorial design such as this. 
There are sums of squares based upon the difference between 
H and L; between P and NP, and a sum of squares based upon 
the Interaction of Probability and Fate. 
On partitioning the sums of squares of this index Fate 
was found to produce an F significant beyond the .01 level of 
confidence (Table V)~ 
Source of 
Variation 
Perceived 
Probability 
Fate 
Interaction 
Table V 
Analysis of Variance of Index of General 
Morale, Based on Six Questions 
ss df Mean Square F 
14.35 1 14.35 
196.80 l 196.80 
8.46 1 8.46 
Within Groups rel%70 134 19.53 
p 
~01 
The rank order of the Mean morale scores is exactly as 
predicted by the major hypotheses. If chance alone were 
operating this particular order of Means would be expected 
once in twenty-four times.1 
1The formula for obtaining the number of permutations 
of order is (nl) (5). 
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However, of the independent variables only Fate yielded 
a significant F ratio; it was expected that both variables 
would contribute significantly to the sums of squares. Con-
ceivably, the results are somewhat confounded by subjects on 
who:rn the instructions didn't take. People in the High Proba-
bility groups who didn't expect promotions may have responded 
like people in the Low Probability groups, and vice versa. 
This predicament was anticipated, and a query was directed 
toward measurement of our success in induction of the inde-
pendent variables (Table III). Inasmuch as the hypotheses 
pertain only to those individuals on whom the independent 
variables are oper•ative there is ample justification for sort-
ing out the "impure" cases and separately analyzing the "pure" 
cases. 
1 
Pure Cases 2 
It has already been shown that the scores of all questions 
combined into one total yielded significant differences. Us-
ing only "pure" cases the Between Groups F was also found to 
be ·significant (Appendix B) • . However, upon partitioning the 
sums of squares Fate and Perceived Probability yielded 
significant F ratios (Table VI). 
lThe number of "impure" oases in each treatment was too 
small to permit comparison with the other treatments. 
2A "pure" case is defined as one whose expectations of 
promotion are veridical with the expectations the experimenter 
attempted to induce. 
Table VI 
Analysis of Variance of Index of General Morale 
of "Pure" Cases, Based on Six Q,uestions 
Source of 
Variation ss df Mean Square F 
PercEdved 
Probability ?6.19 1 76.19 4 .. 07 
Fate 1£7 •. 53 l 157.53 8.42 
Interaction 25.80 1 25.80 1.38 
Within Groups 1813.80 97 18.69 
p 
~05 
(.o1 
Examination of the Means shows that morale was higher 
among the Low Probability rather than the High Probability 
treatments, and among the Promotion rather than the Non-
promotion treatments (Table VII). 
Mean 
Table VII 
Mean Scores of Index of General Morale 
of "Pure" Cases Based on Six Questions 
Treatment 
L:P H:P L:NP H:NP L H p NP 
15.24 16.19 17.06 19.80 16.16 17.95 15.64 18.13 
To determine the effects of the variables on each of the 
indices of morale each question was also examined individu-
ally. The Means and Standard Deviations of each question are 
reported in Table VIII. 
Six predicti.ons for each question have been made about 
the relative standings of the treatments (page 19). The 
standings on two of the questions were perfectly predicted, 
Questions 
I 
II 
III 
IV 
v 
VI 
Table VIII 
Means and Standard Deviations of the 
Four Treatments to All ~uestions 
Mean 
SD 
Mean 
SD 
Mean 
SD 
Mean 
SD 
Mean 
SD 
Iviean 
SD 
N 
L:P 
2.38 
1.02 
2.19 
.99 
2.36 
1.05 
2.41 
1.72 
3.22 
.94 
2.50 
1.46 
36 
H:P 
2.52 
.91 
2.35 
1.18 
1.10 
2.70 
1.60 
3.17 
.82 
2.20 
.48 
34 
L:NP 
2.83 
1.02 
2.75 
1.45 
2.58 
1.18 
3.05 
1.32 
3.44 
1.03 
2.55 
.92 
36 
H:NP 
3.18 
.82 
2.40 
1.05 
2.96 
1.27 
3.15 
1.67 
3.71 
.67 
2.93 
1.11 
32 
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while for each of the remainder, five of the six predictions 
were correct (Table VIII). Application of non-parametric 
tests to these data were considered but the assumptions for 
these tests could not be met.1 
The null hypothesis of no difference between means was 
tested by submitting the scores to each question for all 
1In using non-parametric statistics it is assumed that 
the items are independent of each other (~). This assumption 
cannot be met with the above data. 
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treatments simultaneously to analysis of variance. Of the 
six F's thus obtained, one was significant beyond the .05 
level and one was beyond the .01 level, as shown in Table IX. 
Table IX 
F Rati os.r:-: of All Questions Testing Hypothesis 
of No Difference between Means 
Q,uestions 
1 2 3 4 5 6 
F 4.37 1 . 31 1 .. 97 1.13 2.47 2.15 
p <· 01 (. 05 
The questions which yielded significant F ratios were 
submitted to further analysis based upon a partitioning of 
sums of squares between groups. Tables X and XI contain the 
components and their levels of significance f or the two ques-
tions which were previously found to be significant. 
Table X 
Q.uestion I--"Before the experiment began you 
read the autobiographical sketch of each member 
of your team. On the basis of these sketche s 
did you feel that these people were the kind 
with whom you would like to as sociate?" 
Source of 
Variation ss df' Mean Sg,uare F 
Perceived 
Probability 3 1 3 3 . 33 
Fate 11 1 11 12.22 
Interaction 1 1 1 
Within Groups 129 134 . 96 
l2 
< . o5 
( .o1 
Table XI 
~uestion V--"You've probably worked with men ·on 
different sorts of problems before this experiment; 
how would you rate the efficiency of this group on 
this kind of job?." 
Source of 
Variation ss df Mean Square F p 
Perceived 
Probability 1 1 l 
38. 
Fate 5 l 5 6.o9 (_: o5 
Interaction 1 1 l 
Within Groups 110 134 .82 
Considering the tests made and the significant Fts 
yielded for Fate on the issues of attraction to group members 
and evaluation of the group's efficiency, support is offered 
for the case that regardless of probability of promotion an 
important determinant for these morale indices is the fact 
of promotion--whether or not the person is actually pro-
mote d. 
The data from the question on attraction to group mem-
bers yields evidence also that Low Probability leads to 
higher morale than High Probability wi~the Promotion and 
Non-promotion treatments. That is, among those promoted, 
the people who were in the Low Probability groups responded 
more favorably than did those in the High Probability groups. 
The same holds true among those who were not promoted, the 
L treatment responding more favorably than the H (Table 
VIII). 
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Productivity 
The tasks which occupied the experimental subjects were 
two relatively simple messages to be decoded. Despite their 
simplicity members of mo:st teams found short cuts by disre-
garding the instructions to wait at periodic intervals for 
all members to reach the same point in decoding. That t 'heir 
violation of the instructions did not differentially affect 
their productivity is shown by the fact that the average 
length of time for a team to complete the second message 
does not differ significantly between treatments (Table 
XII). 
Table XII 
t Tests of Speed of Production Between 
Treatment Means 
Treatment 
Had the subjects been truly a random selection from a 
normal population and had all groups averaged the same 
length of time to complete the second message, one would 
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expect the average number of errors per treatment to be equal} 
If it can be assumed that errors were randomly distribu-
ted between treatments, the only other factor on which the 
team's productivity could have varied was on speed of produc-
tion. It has already been shown that there was no difference 
in speed between the treatments. On objective grounds there 
was no basis for a differential evaluation of the team's pro-
ductivity by the members. The only differentiating factor 
was the treatment of the teams. Evidence that the treatment 
was potent enough to influence the evaluation of the teams is 
offered in the Mean scores to Question V in Table VIII. Ex-
capt for one reversal, H:P responded more favorably than did 
L:P, the six predictions of treatment ranks for this question 
are supported. 
It has been shown that there were significant differences 
between treatment scores on the question: "How would you rate 
the efficiency of this group on this kind of a question?" 
On dividing the sums of squares into contributing parts, Pro-
motion was fo~d to determine the efficiency rating by the 
team at a confidence level beyond .01 (Table XI). If a man 
was promoted, regardless of the probability of getting the 
lHaving kept no systematic record of errors the author 
is unable to testify to the accuracy of this hypothesis. 
However, the experimenter did casually check the completed 
messages and found very few errors among all of the groups. 
It is his opinion that the number of errors was negligible 
and that they were spread randomly between treatments. 
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promotion, he rated the team higher on an efficiency scale 
than did other men who weren't promoted. 
Attitudes Toward the Group 
There were two items in the questionnaire dealing with 
attitudes toward the group. Question I measured attractive~ 
ness of members of the groups and yielded significant dif-
ferences. ~uestion III was intended to determine the degree 
to which a group could maintain its membership in another 
experimental situation. In essence, the latter is a measure 
of the group's cohesiveness, which may be defined as "the 
average . resultant force to remain in the group" (8). These 
two items were correlated .675, which was the highest correla-
tion between items. The average intercorrelation of Question 
I, with ~uestion III excluded, was .457; for Question III 
with I excluded, the average intercorrelation was .375. 
In order to obtain a more reliable measure of attitudes 
toward the group, each individual's scores to these questions 
were combined. The combined scores generate significant dif-
ferences between treatments which are consistent with the 
other results. The Between Groups F was significant at the 
.05 level (Appendix B) while Fate was found to be significant 
at the .01 level when the sums of squares were partitioned 
(Table XIII) . When only the upureii cases were considered, 
the same results were produced (Appendix B). For any given 
perceived probability of promotion, a person who is success-
ful in achieving a promotion will be more attracted toward 
the group and its members than if he isn't- promoted. 
Table XIII 
Analysis of Variance of Attitudes Toward 
Group: Questions I and III Combined 
Source of 
Variation ss df Mean Square F 
Perceived 
Probability 5.16 1 5.16 1.28 
Fate 29.27 1 29.27 7.35 
Interaction 2.80 1 2.80 
Within Groups 532.90 134 3.97 
Satisfaction with Task 
p 
There were separate questions measuring satisfaction 
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with the job of decoding the first and second messages. 
Neither of these questions produced significant differences 
when the scores of all subjects were analyzed. However, 
the question about satisfaction with the job of decoding 
the second message yielded a significant F for Fate when 
the "pure" cases were analyzed separately (Table XIV). 
Table XIV 
Anal ysis of Variance of "Pure" Cases of Questi on VI--
"Did you find the second code any more interesting 
than the first code?" 
Source of' 
Variation ss df' Mean Sguare F 
Perceived 
Probability .38 1 .38 .30 
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p 
Fate 9.81 1 9.81 7.84 (.01 
Interaction 3 .. 91 l 3.91 3.12 
Within Groups 122.00 97 1.25 
Furthermore, when the scores of both. questions were combined 
into an index of task satisfaction and only the "pure" cases 
analyzed the index attained significance. After partition-
ing the sums of' squares the F obtained for Fate also 
reached the .01 level of confidence (Table XV ). 
Table XV 
Analysis of Variance of Index of Task Satisfaction: 
Q,uestions II and VI Combined, Using only "Pure" Cases 
Source of 
Variation ss df Mean Square F p 
Perceived 
Probability 3.65 1 3.65 1.82 
Fate 37.78 1 37.78 18.89 (ol 
Interaction 6.60 1 6.60 3.30 
Within Groups 194.50 97 2.00 
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Task and Promotion System Satisfaction 
Since a low tetrachoric correlation has been reported 
(19) between task and promotion system satisfaction, the same 
statistic was used with our data to check these findings. 
The average intercorrelation1 between the two task satisfac-
tion items with satisfaction with the promotion system was 
.37 .. 
Self -eval ua ti on 
The subjects in this experiment were led to believe that 
promotions were determined by votes of the group members. 
Theoretically, a person might have collected enough votes 
for promotion purely through chance, or by being liked by the 
other members. Similarly, a person might not have been pro-
motad purely on the basis of chance, or by being disliked. 
The probability of promotion in the L groups through chance 
operations was .25 1 and in the H groups it was .75 . Under 
these conditions it is reasonable to expect that people in 
the P groups would consider themselves to be better liked 
than those in the NP groups. And those in the L groups 
should evaluate themselves as better liked than do the 
people in the H groups. This is exactly what the data show 
(Table XVI). Question VII was designed to measure self-
perception of own valence to others and yielded an F for 
Between Groups which was beyond the .01 level; the F's for 
lGuilford's formula for tetrachoric correlation was 
used (8). 
Fate and Interaction were both beyond the .01 level (Table 
XVII). 
Table XVI 
Means and Standard Deviations of Q,uestion VII 
L:,P H:.P L:NP H:NP L H p NP 
Mean 2.80 3.11 3.68 3.75 3.24 3.42 2.96 3.71 
SD .84 .67 .86 .50 .87 .67 .78 .59 
The significant F ratio for Interaction means that 
people who had a low probability of being promoted but who 
then were successful in achieving a promotion tended to 
evaluate themselves more favorably than did people in any 
other treatment. 
Tabla XVII 
Analysis of Variance of Q.uestion VII: "In 
your estimation, how well are you liked by 
the other members of your team?" 
Source of 
Variation ss df Mean Square F 
Perceived 
Probability 1.24 l 1.24 2.75 
Fate 19.80 1 19.80 42.00 
Interaction 5.70 l 5.70 12.66 
Within Groups 60.00 133 .45 
p 
(.Ol. 
(.01 
The difference in Means between L:P and H:P is much 
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greater than is the difference between the two NP treatments. 
Low Probability and an actual promotion leads to a more 
favorable perception of one's attractiveness to others than 
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does promotion in a context of high probability of occurrence. 
Bases for Self - evaluation 
It is interesting to note that the ranking of the teams 
on the morale questions is identical with the ranking on 
total n1mmer of responses to an open-end question asking for 
the reasons a person fee l s he is liked or disliked by his 
team (Appendix B). Promotion appears to increase the number 
1 
of communications to the experimenter . 
Under the c i rcumstances it isn ' t difficult to understand 
why 44 per cent and 50 per cent of the H:NP and L::NP, re-
spectively, responded that there was no opportunity for 
evaluation of like s or dislikes while only 9 and 10 per cent 
of the P groups responded that way. Likewise, t he 42 per cent 
Table XVIII 
Percentage of Responses to Question VIII 
L:P H:P L:_NP Ii.:NP 
Liked, as evidenced by my 
promotion 42 36 0 0 
Liked, on basis of auto-
biography 16 29 11 0 
No opportunity for evalua-
tion of like or dislike 9 10 50 44 
lin a pre-test in which irrelevant messages were surrep-
titiously introduced along with the regular, task-oriented 
messages, it was found that Promoti on als o increased the 
number of communications within the group. 
and 36 per cent of "Liked, as evidenced by my promotion" 
responses by the L:P and H:P as compared to zero responses 
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by the NP, are easily understandable. However, none of the 
H:NP felt they were "Liked on the basis of' the autobiography, 11 
while 11 per cent of the L:NP responses were scored in that 
category and 28 per cent and l5 per cent of the H:P and L:P 
people felt that way. 
The H:.NP people were also the most dissatisfied with 
the "way promotions were decided upon" (Table VIII). These 
people reacted in a manner similar to soldiers who were given 
special training in preparation for a commission and then 
were assigned out of their specialty as NCO's.1 It is sug-
gestive of an ego-defensive reaction to failure to achieve 
a goal which they perceived to have been virtually assured 
them. 
lFrom personal observations and reports of' friends 
these men were particularly resentful of' the promotion system 
and eventually assumed a "pollyanish" attitude toward com-
missions. 
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VI. DISCUSSION 
Major Hypotheses 
This research is concerned with an attempt to experiment-
a lly verify several hypotheses from reference group theory. 
In essence, these hypotheses state that either low probability 
of occurrence of an attractive event or the actual occurrence 
of that event will result in greater satisfaction than high 
probability or the non-occurrence of the event. 
The variance contributed by level of probability was a 
s i gn ificant determinant of the difference between Mean s of 
"pure" cases when the scores of all questions were combined 
into an index of general morale . Reference to the table of 
Means of this index reveals that they were all in the order 
predicted: (1) L:P; (2) H:P; (3) L:NP; (4) H:NP. In five 
of ,the six questions the responses of the "pure" cases in 
the L:P treatment were more favorable than the H:P, and the 
L:NP were more favorable than the H:NP. Inasmuch as these 
results obtained only when " pure" cases were analyzed a 
degree of caution is required in attributing importance to 
this variable as a determinant of morale. On the other · hand, 
there is irrefutable evidence that for subjects whose expec-
tations of promotion were veridical with the experimentally 
structured expectations the variable did affect the morale 
scor es . 
One should also bear in mind the fact that this was a 
laboratory experiment and the expectations were artif icially 
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induced. There is a distinct possibility that in field 
studies expectations will be found to be a much more potent 
influence on levels of satisfaction. 
Even more strongly indicated as a determinant of morale 
is the variable of Fate, promotion or non-promotion. Of the 
six questions relevant to the dependent variables three 
yielded significant differences between the treatment Means 
of "pure" cases. Upon partitioning the sums of squares it 
was found in these cases that the variance contributed by 
Fate was causing the difference in Means. When the scores 
were combined into an index of general morale the same trend 
was revealed--the ratio between Means Squares of Fate and 
Within Groups was significant beyond the .01 level. This was 
true also when only "pure" cases were used in: (1) an index 
of general morale, (2) an index of attitudes toward the work 
group, and (3) an index of satisfaction with the task. 
The two independent variables, Probability and Fate, 
contributed significantly to the degree of satisfaction ex-
perienced by the experimental subjects. Since their effects 
were substantially as suggested by the major hypotheses these 
hypotheses can be accepted as verified. 
The findings with respect to the deprivation hypothesis 
are in accord with the results of Klass' study but he found 
no evidence to support a relative gratification hypothesis. 
He has reported that: 
" •••• when i'ulfillment is high, - or when a 
person experiences many satisfactions on a 
job - his initial expectations are of little 
importance in determining his final level of 
intrinsic job satisfaction. On the other 
hand, when fulfillment is low, initial expec-
tations evidently play a role in determining 
the resultant job satisfaction" (24).1 
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An attempt to resolve this difference in results between 
the two studies will be offered in the next section. 
Task Satisfaction 
In prior studies it has been reported that neither proba-
bility of promotion (37) nor the fulfillment of expectations 
(24) were highly related to satisfaction with the task. Task 
satisfaction in the military appeared to be a function of 
prestige of the job, usefulness of the skills in a civilian 
role and also the possibility of promotion within the job 
hierarchy. The latter, when taken alone was not significantly 
related to task satisfaction. Nor did degree of fulfillment 
of expectations, in Klass' study, affect this score when 
laval of expectation was held constant. 
In the present study the variable of Fate consistently 
showed significant differences, the P groups baing more favor-
' 
ably disposed toward the tasks. Klass used a somewhat similar 
variable, degree of fulfillment of expectations, but found 
it unrelated to intrinsic job satisfaction. This difference 
in findings might be due to the limited possibilities for 
establishment of several levels of fulfillment of expectations 
lTo the writer's knowledge, Klass' study is the only 
other experimental study of intrinsic job satisfaction. 
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in Klass' work. If this suggestion is feasible then we can 
account for the weakness of the fulfillment variable and the 
failure of his data to support the gratification hypothesis. 
Compare the situations in the two with respect to the 
possibility of fulfillment of expectations. Here, a subject 
might have been assured that promotion was a virtual cer-
tainty. Fulfillment of the expectancy resolved itself to 
the simple question of whether or not he was promoted. 
Klass' subjects were led to expect varying amounts of enjoy-
ment, or tension reduction, from a task which ultimately re-
vealed itself to be sorting of Hollerith cards. In the High 
Fulfillment treatment the experimenter attempted to make the 
task of card sorting more attractive by referring to it by 
a more officious title and by describing it as part of a 
prestigeful research project. It is obvious that there are 
limitations to the amount of enjoyment one can derive from 
card sorting no matter what it is called. Therefore, the 
dif ferences in amount of fulfillment were restricted, which 
might well have minimized the influence of fulfillment on 
task satisfaction. In other words, the task evidently did 
not permit enough variation in enjoyment to allow this 
variable to work sufficiently. 
Task and Promotion System Satisfaction 
The low correlation (.35) between task satisfaction and 
financial and job status satisfaction reported in the Pr uden-
tial study (19) gains support here. In this research, 
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satisfaction with the promotion system was substituted for 
Prudential 's financial and job status satisfaction. The · 
average tetrachoric intercorrelation between the two task 
satisfaction questions and satisfaction with the promotion 
system was found to be .37. 
Satisfaction with the Promotion System 
This study stemmed from the I. & E. finding of an in-
verse relationship between objective opportunities for pro-
motion and satisfaction with the system mediating the promo-
tions. This contradiction of "common sense knowledge" has 
been equivocally supported in this laboratory experiment. 
The support is said to .be equivocal since the differences 
between treatments were not statistically significant 
(Table IV), although they were in the predicted direction and 
consistent with other items which were significant. Holding 
Fate constant, it was found that there were more fs.vorable 
att:ltudes toward the promotion system among the Low Proba-
bility people than among the High Probability. 
In addition to being the most critical of the "manner 
in which promotions were decided upon," no one in the H:NP 
treatment :felt that he was "liked on the basis of the auto-
biography." It appears as though fai lure to reach a goal 
which appeared t o be virtually certain l eads to complete re-
jection of the method and requirements for its attainment. 
The implications for industry of the inverse relation-
ship between expectations of promotions and satisfaction with 
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the promotion system, with the group and the task, are rather 
confusing. On one hand, the people in our culture expect, 
and demand, many possibilities for advancement, while on the 
other han~ these high expectations are reported to result in , 
greater dissatisfactions. Furthermore, only a relatively 
small percentage of the population can ever achieve tlh.eir.:.'OO.rly 
expectations, which has an even greater demoralizing effect. 
One way out of this dilemna is suggested by Morse: 
"Perhaps if monetary differentials are 
gradually reduced and the emphasis on in-
dividual accumulation of wealth and power 
is replaced by an emphasis on social con-
tributions, the middle class American will 
become less concerned with getting ahead" 
(27). 
From a mental health standpoint Morse's suggestions are of 
value, the major shortcoming being that no plan of action 
readily suggests itself. 
Bases of Expectations 
According to the relative deprivation hypothesis morale 
is affected by expectations and achievements. It has been 
shown that within the Air Force and the Military Police, as 
well as other branches of the Army, men in higher educational 
levels were more dissatisfied with the promotion system than 
man of lower educational levels. It was assumed that the 
expectations of these men were based on their educational 
levels--the higher educated expected promotions more rapidly. 
However, when the various branches of the Army were compared 
with each other it was found that the branches with the higher 
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rates of promotions were the more critical of the promotion 
system. If it is assumed that Air Force men were cognizant 
of their relatively rapid promotions, why were they more 
critical than men in other branches? The relative depriva-
tion hypothesis leads us to suspect that Air Force personnel 
might · have expected promotions even more rapidly than they 
came, and the Military Police might have expected them more 
slowly than they came. The question then arises as to how 
the expectations became distorted. 
Application of the concept of "autistic expectations" 
might provide a satisfactory explanation for the mechanics 
of the distortion not reliant on basic assumptions. By 
"autistic expectations" are meant those expectations which 
are based on an irreality level rather than on objective 
criteria. This is analogous to Festinger's definition of 
"wish" ( 7), which he considers to be an irreali ty based ex-
pectation. He found that levels of aspi~ations which were 
expressed in terms of wishes were more discrepant from past 
performance than ware levels based on expected performance. 
Expectations of events in the future, or "time perspec-
tive" as Frank (9) has termed it, a!'fects morale and produc-
tivity of' children as well as adults (26). A goal gradient 
effect on . time perspective is very clearly shown among 
prisoners. Farber (6) reported that most prison breaks 
occurred toward the end of the term rather than at the be-
ginning. In this case the time remaining was well de!'ined 
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and didn't permit "autistic expectations." As conceived by 
Frank, time perspective included ambiguously and precisely 
defined time periods in the past, present, and future. 
Autistic expectations constitute a special case of time per-
spective where the variable is ambiguously defined. 
Wendell Johnson (16) contends that a similar phenomenon, 
inadequate definition of goals, is at the root of moat 
neuroses. An Ideal goal which is poorly defined must in-
evitably result in Frustration which is followed by Demorali-
zation and Neurosis. 
Since autistic expectations are not reality bound they 
may also act to prevent frustration. A man in industry ex-
pacts promotions within a reasonable length of time. If the 
promotion is not forthcoming he may redefine "a reasonable 
length of time" to include a few more years, which gives him 
the benefit of the doubt. 
When this concept is invoked to explain the I. & E. data 
a goal gradient effect appears. An event which is expected 
to appear in a brief period of time has its time shortened 
in autistic expectations. Conversely, an event in the dis-
tant future becomes even fartJller away in autistic expecta-
tions. Air Force personnel were promoted relatively rapidly 
and their autistic expectations reduced the time so much 
that it was impossible for them to be promoted rapidly enough 
to satisfy their expectations. Men in the Ground Forces knew 
that promotions were few and far between. As in the goal 
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gradient, the distance between themselves and promotions 
became magnified so that when a promotion was forthcoming 
it was an earlier appearance than expected. These men 
seemed to be getting a break by the promotion system and 
consequently were more pleased with it than were the Air 
Forces who were punished. 
Although the autistic expectations concept can satis-
factorily be used to explain the inverse relationship be-
tween promotion opportunity and satisfa.ction with the pro-
motion system in the Army it cannot be applied to the re-
search reported here. The military prescribed no time 
limits within which promotions must occur and, therefore, 
personal definitions of the proper lapse of time served 
as reference points. Unlike the Army study, the present 
research precisely defined the variables for the subjects. 
The probability of promotion was specified for both treat-
ment s and there could have been no doubt in a man's mind 
as to whether or not he was promoted. 
In the light of the foregoing discussion, one might 
wonder if there are any other feasible explanations of 
the obtained results. One possibility lies in -the approach 
suggested in Heider's interesting paper on phenomenal 
causality (12). Some of his hypotheses have been experi-
mentally verified by Horowitz, et al (14). They demon-
strated that in a discussion group if a certain person 
(P) likes a person (0) he will, in all probability, also 
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like O's actions, his statements. Conversely, if P likes 
0 1 s actions, the chances are that he will also like the 
person. Grossack restricted group communications to writ-
ten notes and kept the membe~s hidden from each other. 
His results are analogous to Horowitz's--a person's impres-
sions of others are determined by expectations and cues 
(behaviors) of others (10). There appears to be a causal 
relationship between the perceptions of the valences of a 
person and his actions. 
Horowitz further reports that when P likes -o he tends 
to believe that 0 is attracted to himself in a similar man-
ner. A symmetrical relationship exists in P 1 s perceptions. 
Data from the present research yields similar evidence. 
Promotions in this experiment were supposedly controlled 
by votes of the group. It would be expected, from the 
Horowitz study, that people who like the group action--
promotion--would also be attracted to the people respons-
ible for the action, the group members. This is corrobo-
rated in the analysis of our Questions I and V which dealt 
with attraction to group members and evaluation of their 
productivity. Persons who were promoted were more attracted 
to the other members; they also rated them better producers. 
Promoted people would also be expected to consider them-
selves well liked by other members of the group. The data 
of Question VII completely supports this hypothesis. There 
was a much higher self-evaluation among the P than the 
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NP groups. 
In addition, the present data suggest that an extension 
to the 11 causality theory11 would be tenable. From Table XIX 
it can be seen that satisfaction with the task (II and VI) 
and with the promotion system (IV), desire to remain in the 
group (III) and evaluation of own attractiveness to the 
group (VII) are all quite highly intercorrelated with at-
traction to the members of the group (I). Similarly, 
attraction to the group members, evaluation of the group's 
productivity, satisfaction with the task and promotion system 
are highly correlated with evaluation of own attractiveness. 
Using other items as the independent variables the average 
correlations are not as high as the two just cited. An ex-
tension of the " causality theory11 might include the follow-
ing hypotheses: when the actions of a group are attractive 
to its members there are forces on the members to: like 
each other, consider themselves well liked, like tasks in 
which they are interdependent with the group, highly evalu-
ate the group's productivity and l ike the system which 
regulated the attractive action of the group. It remains 
for further research to establish the validity of these 
hypotheses. 
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Table XIX 
Tetrachoric Correlations between All Items 
on the Post-session ~uestionnaire 
Questions 
Mean 
I II III IV v VI VII rt 
I .434 .675 .560 .379 .455 .627 .522 
II .362 .450 .289 .724 .381 .440 
III .359 .573 .198 .390 .426 
Q.uestions IV .207 .301 .504 .397 
v .378 .424 .375 
VI .530 .431 
VII .476 
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SU1 IVIARY AND CONCLUSIONS 
Tnis research has attempted to experimentally verify 
several hypotheses from reference group theory. Hypotheses 
which were derived from The American Soldier were:. (1) a 
' relative expectations" hypothesis, of which the (2) "rela-
tive deprivation" and (3) "relative gratification" hypotheses 
were sub-hypotheses. In addition, a. {4) "relative fulfill-
mentn hypothesis was also tested. 
Thirty-six groups of four male, non-veteran sophomores 
were formed into pseudo-military hierarchies. Each group 
was subjected to one of the four following experimental 
treatments: (1) Low Probability of Promotion, and actual 
Promotion; (2) High Probability of Promotion, and actual 
Promoti on; (3) Low Probability of Promotion, and No Promotion; 
(4) High Probability of Promotion, and No Promotion. 
Six questions relevant to the dependent variable were 
asked on a self-administered rating scale. A seven point 
s cale, whose continuum ran from "highly satisfied" to "highly 
dissatisfied" was used for this purpose. Me an scores of an 
index of general morale, and of individual items, were obtained 
ror each treatment. The data of the total experimental 
population were analyzed first. The data based on subjects 
upon whom the independent variable took effect were analyzed 
separately. These cases have been defined as subjects 
whose " expectations of promotions were veridical with the 
expectations the experimenter attempted to induce." Analysis 
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of these cases re,realed many more significe.nt differences 
than were found in the total experimental population ' s data. 
The conclusions, and results which suggest them, are as 
follows: 
(1) The L:NP subjects were found to have higher morale 
than the H:NP's on five of the six questions asked. These 
results are essentially as predicted by the relative depri-
vation hypothesis, which may, therefore, be accepted as 
veri.fied. 
(2) Similarly, the L:P's responded more favorably than 
did the H:P's on five of the six questions, which supports 
the relative gratification hypothesis. 
(3) Low Perceived Probability was associated with 
significantly higher morale in both the Promotion and Non-
promotion treatments. A significant F ratio was yielded by 
the variable of Perceived Probability of Promotion in the 
index of general morale . These facts, together with the 
verification of the relative deprivation and gratification 
hypotheses, militate toward acceptance of the more general 
relative expectations hypothesis. 
(4) In every analysis made , the people who were pro-
moted responded more favorably than those who were not pro-
moted, which is what the relative fulfil~ent hypothesis 
would lead one to expect. 
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APPENDIXES 
APPENDIX A 
MATERIALS 
Instructions Read to All Subjects 
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All of you probably are aware that both Industry and the 
Military are very much concerned with the problem of getting 
men to work together as a team on a project. In the present 
research we are concerned with just that problem. How do 
men work as a team? More specifically, our problem is, "How 
do four men in the military intelligence work as a team?" 
You find that in the intelligence service each member 
of the team wor~privately, on a different part of themes-
sage that they are decoding. As each man makes headway in 
decoding letters in the secret message he tells the other 
men just what the letters in his part of the message stand 
for. Then when everyone is finished, they all can read the 
entire message. 
We are going to do the same work as an intelligence 
team. You will each work on different parts of a coded 
me ssage. When you decode one-third of the letters you're 
working on you are to tell the other men what these letters 
stand for. You can do this by sending written notes. These 
notes will serve two purposes: (a) they will give us a 
record of the steps used in decoding a message, and (b) they 
will enable your teammates to make sense of the completed 
message. Write each note in triplicate, one for each member 
of the team. 
Since it is necessary for you to work separately and 
for me to see what you are doing we'll use these shields on 
each cesk, which will at least give you the impression of 
working privately. Inside each shield is a package of note 
paper for sending messages. When you write notes, slip them 
under the shiald and I'll deliver them to the other members. 
I was saying that in the intelligence you usually find 
four men working as a team. Sometimes these men are all of 
the same rank and sometimes they are of different ranks. 
The ones with the higher ranks work with more interesting 
and more highly secret codes. Conversely, the men with 
lower ranks use codes that are more monotonous, simple and 
repetitive. Obviously then, the higher ranking people have 
better jobs all around; better pay, more prestige and privi-
leges and even more interesting work. 
Now in this group we are all going to start out with 
simple codes at the Corporal's level. Everyone will have 
different codes but they will all be equally easy and simple • 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
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High Probability or Promotion 
However, Iim happy to say that arter we decode the rirst 
message three of you will be promoted to more interesting 
codes with the position or Top Sergeant. So, you aren't 
stuck with the boring code that you start with. After the 
first message is completed three or you will be promoted to 
the more interesting Top Sergeant's codes, which you'll find 
more enjoyable. 
Low Probability of Promotion 
After we decode the first message we can have one person 
out of this group promoted to a more interesting code at the 
Top Sergeant level. Although I'm sure that everyone would 
enjoy the higher level code much more than the Corporal's 
I'm sorry to say that most of you will have to stay with it 
since there is only one opening for a promotion from the 
entire group • 
. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
I know it's difficult to work as ·a team with people you 
aren't acquainted with, whose names you don't even know. 
Therefore, I have . developed an Autobiographical Inventory 
which I'd like each of you to fill out. You'll find an In-
ventory in your shield. After each of you has rilled out his 
Inventory I'll circulate them around until everyone gets a 
chance to see what the other people are like, to get to know 
something about the other guy's personality. 
Now about the promotions that I mentioned - we all lmow 
that no group of men likes to have its leaders chosen for 
them by an outsider. They would rather select their own 
leaders and make all decisions about who is to be promoted. 
Therefore, we will leave it to you people, the group as a 
whole, to vote on who you want to have promoted. After the 
first mes~age is completed I will pass out papers on which 
you can check who you want to be promoted. The name of each 
member of the team is listed on the paper. You will know 
something about each man from his Autobiographical sketch. 
Just to make it easier to tabulate I think it would be 
advisable if we required at least two of you to vote for the 
same person to be promoted before we-actually promote him. 
You can vote for yourself to be promoted but it will require 
at least one other person to also vote ror you before you can 
be promoted. 
Okay gents, would you each go to a shield and fill out 
the Autobiographical Inventory? 
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Instructions for Decoding First Message 
Decodine Instructions 
You will work on only one part of tho Gn~ ~?e mess age . ~1c mes - -
Gage is div:i.d od i;: ~·co 3 BlocJ.~s , Vlitl"l 4 letters in each ' IJloc:.: . After 
you decode t ~1e le tters in Block I, write these lett e rs on the note 
paper which :i.s ]_n ·chc : ; L.l ch~ . Mo.J;:c 3 copieG of this note and slip 
them under tho sbJeld. 
Do not r:-ro anv f'nrt hc:c' --El t :i.J '.rou rec e ive s imilnr notes :~r om tho 
other t1ombc,rs of yotE' toam . iu.'ter you l' Gc e]_ve their notes , an.d 
record them in t h e prop.:::r' ~o! _ t~ :-ms in the messa2;o , ·;,r ou c a~1 proceed 
to Block II. Contj_nuc - t h e sa_;,:_; proc cdure throughout the mcs s u::!;e . 
Sample of Letters to Be Decoded 
Corp oral - Dossa~o I 
C o 1 u m n s . 
l 2 3 4 5 G 7 8 
-- __ ._.. ________ .... .. ...-.. -- - ~- . -----·----
. - ' 
. J F7 
-- --: -- ---:------~-- --~------ --- - ---l DLOCK I 
; • ' ; - - E rvr: t 
= :: ~ .: -:.:.- ~-::::=:-.=.:::-::~ ::-:-::: ... -~:.:_::·.:=~ :.::::: ~-:::::-:-:-::: · 1 . 
: ·r·-~ c·i 
1 \j ' 1 
__ ___: _ _ -____ , ____________ , -- --- ----- -- - l ~:J LOCIC II l ' ! . 
, ~ E : 
:,_'l !.'.=-: J:.~~; =-~-"=~=---j-:-=-::-:--~= ----~ --:~.=:::-:: ··.:-. 
I ' I ~ ! . -1' ' - ' "! 
. . - '-; l'_ ; 
-·-·r·-+ ---- · ' - - -- ~-- --- - :. ----1· :U LOC L I I I 
· I ; ' _t-r , ~ · ;_ 
' '-: '.L' •' 
- ·--t . --· ·-- - --·· ····- -·- ·-- - ' # 
Symb ols 
-
Code 
-
Symbols 
-
Code ... 
Code f or Message I 
Corporal ' 
Co .-:l e fo r Message I 
1 ~ B c D ! ·' F G =-I I J K L M ) "I 
k g 1 f n w r s z d c X t 
N 0 p Q n s T u v w X y z 
e b ' q y m a h j u i 0 v p 
Instructions to Subje cts Who Were Not 
Promoted {Corporals ) f or Decoding the 
Second Message 
.,. , 
J.. 01.1r ranl '~ ::Ls still 
Corporal 
Dec mUnr~ Ins t rl.J_C t :L ons 
66. 
:!ou will ;,'roccoCL oy l o o~~:'. nc up cac;J. s yuoo l ('Co..pit a l Lotter) 
j_n C 0 ,~1 8 l . If :Tou_ .;:~ ind that t i,_e J.o t ter >as a numb er under it , 
I' or cxal-:1.pl c 2 , t hen you mu s t l o ok u:p t :.l<J.t l etter in Code 2 . If 
tho l etter has o. o tmdcr i ·G -~1.-::. on l oo~ ~ it v.p in Code 3 , 
Fo1• ex 2.-:1.p le: 
~ 
- :::; means tJ:tat t ::10 sy:-;ibo l E st ands fo r 0 n ;' 
when vou l ook it up in Code 2 . 
Instructions to Subjects Who Were 
Promoted (Top Sergeants) for 
Decoding the Second Message 
DBaodln~ Ins t ruc tions 
_. -- ··. __ .. 
~-0n "~D_ l_ n i' O· .> ·:,,::d iy ;r l o o J~in ; ; up oo.c >1. s ;nnbol ( CapiL1l Lot t e r) Co (~o l. I .e Y')1J. f i~1 d tha~L; t l- 8 l o·:~ tor ~-l as a m..tub :-c r v.n cler i t, 
f ol' c ;:a::1n lc 2 , ·i;J.:tcn ~rop mus t :.ook. -:...~p t J.w l o t tex' in Coc.o 2 . If' 
l etter hcs o. 3 1. mclor it ·t:.;l.wn l ool:: it up in Co cJ.o s . t h o It' or e ~~ a:.1.l l .l c ~ 
E 
2 mean s t 'J a t ·:::J 1o .s ~'' l: coo l E stands :Cor 'in ;; 
wi-wn •.rou l o o J~ i t 1.m in Code 2 . 
Sample of Letters to Be Decoded 
Top Se r ge an t - Mossaso 2 
C o 1 u .m n s 
1 2 3 ~4 5 6 7 8 • 
'--- .- --~ ---·-;-·----, ~ 
: . i : i I I s 
1
: J"; 
I ; _, _  _l__J_J ____ +--- ---
1
i BLOCK I 
t··· ·-r - ~ ·---:--- 1 !' i c 1 Ei 
1--.L: -l --~t: ·:- .--1--·-_ .:. ·-:·-+~·; ·-
. • • • I I -- I -
I I ! . l I p I J, ; ... ' - -~--~-+--L--+--+-t-! BLOCK II 
I ! ' I I . ! u I c: c=~t" t. "t~:~7!~l E> L-- o c ·J..-,-_ I I I 
· - · --· ··---· ~-------·- ·r-·- · --~ i ' 
,- - ··;- l i j ; ; Ii'I ; L ; 
. . ' : · - ' - - -- _ ___ j_ __ . -- ···· - - - -
.I 
68 . 
Code for Message II 
Code for I'.iies sarro 
'-' 
II 
.... 
cnde I 
C1 fl B c D E p G II I J K L M 0 vT"\bols 
-Code 
-
3 g 2 f C) w 3 s 2 0 (:) :X. 3 ~J (~ 
3"'\T"<"lb 0 l S N 0 D (' .,.., s r·: , u v w X y rl .L 
-:t H j_ '-' 
r~O :: o 
-
e 3 2 y 2 a 3 2 u 2 3 v 2 
Cod e .for ~ lu s c1 o.~~o II 
Code 0 :~ 
8-;rmbo J.s A r • c D ·~ Til Cl- II I J K L M !.) .,.;..:.z 
Coc1o 
-
s d l X n 1 li: _j z g c a i' 
S.,nnbo1s lT 0 p ( : 1' rl ~: u v ~v X y ~ ' · ·v ll >.) LJ 
Codr; 
-
q Yl 0 r m t y i ~" i c b p ... 
C odD f011 !.los s age II 
... Coc~e 0 
Synbo J.s 
-
A B c D p F G H I <T K L r1 -'--'-' 
Code 
-
m v b n c i u 0 w c r s t 
Svubo1s N 0 p Q, n " 1' u v \1 
.,. y z 
. l '.. ,.) _;._ 
code 
-
1 d q k j a h j e X 0 c q 
Autob ior:raphic a l Sl~ot ch 
Do you like to pl:.:Ly pro.c tic a l jokes ? 
Is relicion an important part of your lifo ? 
·,-/hen you have to -rro.i t in n. line do you usually try to . cut i nto 
t he line or take your p l ace at the end? 
Do you usually take rart in foqt ball r2llios ? 
Do you enjoy be i ng the center of attention at social c;atherings? 
In urguments 'N i th fri ffinds do you usu0.lly stand up vigorou8ly for 
y our opinions or do you tal;:e t he po. t h of l en.st r esis t c,nc e? 
If a ':I Or:12.n wcr~rinc; a bi~ h at sat in front of you in a the a t er 
~auld you as k her to r emove her hat or uou l d you move to an 
etnpty soat nearby ? 
'!.fhon f e.cod \v ith mG.Ling an i mportant decisi on do you geno r o.lly 
follow your pa,ronts advice or do you vrork it ou t a l one ? 
Do y ou thJ.nk c. i.i1CU1 shoullL offol' hi s soo_t to a ·-_r o,z{w:un in a bus.? 
If you wore insult e d by o. stranger i n front of your friends would 
you start a fi ::ht , ins ~ !..lt hin bac~;:: or i~;nor o him? 
·'1-,_at a i' O ~;o1.1r favorite hobbies ? 
.1,-,at rl_o ,ron 1.1ope to · got out of coll o ,~~o ? 
.!hat would you l ike to do aft e r c;ruduation? 
Do you find it easy to Dake friends? 
s , ~ 
I C .O.OO..L :Cnroll e d 
. a J or ___ __ . .. __ _____ . Class : l 11 rosh __ . - - ·· SolJll __________ Jv_niol' 
VotG1"8.l1 FDn- v c ·t; cr an 
. ·- - ·---
in 
:.3enior 
-- -----------., 
Name 
---------
Group Vote 
1. 
One person will be promoted in this group. Check the name of the ~ person _ _you want promoted. 
(Feel free to vote for yourself.) 
( ) 
( ) 
( ) 
( . ) 
2. 
How strongly would you like to have a promotion to the more interesting position? 
I would like 
_.-wry much to 
have a oro-
motion .. 
3. 
I VIOUld nr.efer 
to have a pro-
motion. 
It doesn't 
ma.!J&.r. to me • 
I prefer not · 
to have a 
promotion. 
i'lhich position do you e:xpect to have during the next message? 
Corporal. ________ _ Top Sergeant, ____ _ 
I don't want 
a oro motion. 
l' 
Name _______________________ ___ 
Group Vote 
1"' 
Three out of the fbur:-'pe!'lple "in this gi_'oup, will be promoted. · Check the names of the three people you 
wan~ premoted. Feel free to vote for vourself. 
( ) 
( ) -----------
( ) 
( ) 
----------------
2. 
Ho w strongly "Wuld you like to have a promotion to t he . more i nt eresting nosi tion? 
3. 
I would li};:e · 
ver v much~ · to 
have a pro-
motion. 
I 'would prefer 
t o have a pro-
motion. 
It doesn't 
matter to me. 
Which position do you expect to have during the next message? 
Corporal. __ _ Ton Sergeant 
----
I nrefer not 
to have a 
promotionn 
I don't want 
a promotion. 
\ . 
• 
Name ________ _ 
1. Before the experiment began you ' read the autobiographical sketch of each member of your team. On the 
b~si~ oft~ sketche~ did you feel that these people were the kind with whom you ~auld like to associate? 
-------- -'--- --~-----!....------
. .. 
r ·J-iked them 
vety rtiUch,. 
I liked them 
quite a bit_ 
I liked them I neither liked 
slightl v , nor disliked 
them~ 
2. How much did you like your task of decoding mess~~es? 
I disliked 
them 
slightly. 
I disliked 
them 
quite a hit. 
I Clisliked 
them very 
much. 
~~-L-------- -J~------~-------L-------~----------·~, ____________ L_1 ____ _
): liked it 
1-ery much. 
r liked it 
quite a bit. 
I liked it 
slightly. 
I neither liked 
nor disliked it. 
I d~ sliked 
it sl~CJ'htly 
I disli~ed it I di sliked it 
quite a bit. v~ry much, 
3. If you were participating in another experiment and had t he opportunit~r to stay with this team or be 
assigned to another group do you think you '.'iJOuld '•'11ant to stay with t hi-s team? 
.. 
-~~~L--------L--------~----------2~-----------2----------~--------~--------
Very definitely Probably Maybe I don't know Doul;>tftJJ 
4. 'Nere you sutisfied \vith the way promotions and demotions were decided upon? 
Highly 
satfsfied. 
Fair]_y 
satisfied. 
Slightly 
. satisfied. 
Ileither 
satisfied nor 
dissatisfied. 
Sli~htly 
d1s satisfied • 
Prol:lably not -
Fairly 
dissatisfied, 
'· 
Very defi-
nitely not. 
·. 
HighJ.:r 
dissatisfied. 
"' I 
5. You've probably worked ~ith men on different sort~ of problems before t his experiment; how would you rate 
the efficiency of this group on this kind of a job? 
~ar be_!,ter_ 
than average . 
.~------- 1.-.. ~--·---'----- - --..1-
Much better S~ig~~)._l__ "t?et:t~r About ay~rage_.. Slightly t;~~Orse 
than average.. than average . than' avera~·e. 
Much worse 
tnan average. 
6 . Did you find the second code any more inter esting than the first code? The second code was: 
Far worse 
thai:i- average. 
- .• i......,-. -~ ····-~· ,=•~·-- J~• · · · ·"~~~o· . .-·~·· •· ··• ..• ... , .. ,J · ~- .· ~·=·• ··.-· ·- •· · · · ~-~ ~-• ·- ··. ' ·- ··· - - · •-·-.. -C.~.--.· •.· - • ··.-- .-•- - •· .--L - - ··--· ··-··- -~ - ·-·•.- ....1.. .. _ -~~~~--
Yery _ _!!!!lch more 
interesting. 
~ite -~-=2it more ~l~.g~~l_y rore 
· interesting. interesting. 
Juet",the same ?ligh~1.Y less 
interesting . 
7. In your esti mation , how well are you liked by t he other members of your team? 
~l-.!-~ __ a__ pi_t _ less 
interesting. 
v~~L!m~c.!J 
less interesting. 
. ••. .L • . -.~- ---- · -- - ··- -~-\. .. ~ . . . .•. ·= ·=-
Liked 
v~n muc l:} . 
Liked q_l:J.i t~­
a_pit . 
Liked 
~li_g[li_:Ly. 
Neither liked 
nor disliked. 
Disliked 
~_l_i@i.1Y . 
Di sliked 
quitE! __ ? __ bi_t_. 
8. Referring to your answer to question 7 please write a brief statement explainin~S ~hy you 
feel t hat you are liked or disliked by the groun. 
Disliked 
v_ E!_ry_ l1!.1.!~ q • 
APPENDIX B 
STATISTICS 
Table I 
Analysis of Variance of Index 
of General Morale (Based on Six Q,uestions) 
Source of 
Variation ss df Mean Sguare F 
Between Groups 219.61 3 73.20 3.74 
Within Groups 2617.70 134 19.53 
Total 2837.30 137 
Table II 
Analysis of Variance of Q.uestion I 
Source of 
Variation ss df Mean Sgua.re F 
Between Groups 12.62 3 4.20 4.37 
Within Groups 128.92 134 .96 
Total 141 .. 54 137 
Table III 
Analysis of Variance of Q.uestion II 
Source of 
Variation ss df Mean Sguare F 
Between Groups 5.90 3 1.96 1.31 
Within Groups 199.88 134 1.49 
Total 205.78 137 
69 . 
:E 
<.os 
l2 
(.01 
p 
Table IV 
Analysis ot: Variance ot: Q.uestion III 
Source of 
Variation ss dt: Mean Square F p 
Between Groups 8.24 3 2.74 1.97 
Within Groups 186.80 134 1.39 
Total 195.04 13 7 
Table v 
Analysis of Variance ot: ~uestion IV 
Source ot: 
Variation ss dt: Mean Square F p 
Between Groups 11.91 3 2.97 1.13 
Within Groups 350.92 134 2.61 
Total 362.83 137 
Table VI 
Analysis ot: Variance of Q,uestion V 
Source of 
Variation ss elf Mean Sg,uare F p 
Betwe en Groups 6.11 3 2.03 2.47 <.os 
Within Groups 110.54 134 .82 
Total 116.65 l37 
Table VII 
Analysis of Variance of Q,ue s ti on VI 
Source of 
Variation ss dt' Mean Square F p 
Between Groups 8.91 3 2.97 2.15 
Within Groups 185.33 134 1.38 
Total 194.24 137 
Table VIII 
Analysis of Variance of Index of General Morale 
of "Pure" Cases, Based on Six Questions 
Source of 
Variation 
Between Groups 
Within Groups 
Total 
Perceived 
Probability 
Fate 
Interaction 
Analysis 
Source of 
Variation 
Be twa en Groups 
Within Groups 
Total 
ss 
259.30 
1813.80 
2073.10 
of 
76.19 
157.53 
25.80 
Variance 
ss 
10.40 
94.00 
102.00 
df 
3 
97 
100 
1 
1 
1 
Table 
Mean Square 
IX 
86.43 
18.69 
76.19 
157.53 
25.80 
of Q,uestion I for 
d.f Mean Sguare 
3 3.47 
97 .96 
100 
F p 
4.62 <.o1 
4.07 < .05 
8.42 <.o1 
1.38 
"Pure Cases 
F p 
3.58 <.o5 
Table X 
Analysis ot: Variance ot: Q.uestion II t:or "Pure" Cases 
Source ot: 
Variation ss dt: Mean Square F p 
Between Groups 5.83 3 1.94 1.27 
Within Groups 148.42 97 1.52 
Total 154.24 100 
Table XI 
Analysis ot: Variance ot: Question III for "Pure" Casas 
Source ot: 
Variation ss df Mean Square F p 
Between Groups 5.85 3 1.95 1.44 
Within Groups 130.20 97 1.34 
Total 136.00 100 
Table XII 
Analysis of Variance of Q,uestion IV for i'Pure" Cases 
Source ot: 
Variation ss dt: Mean Sg,uare F E. 
Between Groups 13.91 3 4.63 1.36 
Within Groups 328.37 97 3.38 
Total 333.33 100 
Table XIII 
Analysis of Variance of Question V for "Pure" Cases 
Source of 
Variation ss d.:f Mean Sg,uare F E 
Between Groups ?.66 3 2.55 2.?9 <.os 
Within Groups 88.60 9? .91 
Total 91.22 100 
Table XIV 
Analysis of Variance of Questi on VI for "Pure" Cases 
Source of 
Var iation ss df Mean Sguare F 
Between Groups 14.11 3 4.0:3 3.22 
Within Groups 122.00 9? 1.25 
Total 136.41 100 
Table XV 
Analysis of Variance of Index of Task Satisfaction 
( ~uestions II & VI Combined) Using All Cases 
Source of' 
Variation ss d.:f . Mean Square F 
Between Groups 15.59 3 5.20 1.89 
Within Groups 369.30 134 2.?5 
Total 384.89 13? 
l2 
<.os 
l2 
7~. 
Table XVI 
Analysis of Variance of Index of Task Satisfaction 
(Questions II & VI Combined) Using " Pure" Cases 
Source of 
Variation ss 
Between Gr oups 47.80 
Within Groups 194.50 
Total 242.31 
Perceived· 
Probability 3.65 
Fate 37.78 
I nt eraction 6.60 
Analysis of Variance 
(Q.uestions I & III 
Source of 
Variation ss 
Between Groups 37.08 
Within Groups 532 . 00 
Total 569.q8 
Perceived 
Probability s . :t6 
Fate 29.27 
I 
Interaction 2 .. 80 
df 
3 
97 
100 
1 
1 
1 
Mean Sg,uare 
15.93 
2.00 
F 
7.96 
3 . 65 1.82 
37.78 18.89 
6.60 3 . 30 
Te.bla XVII 
p 
<.o1 
<.o1 
of Index of Group Attraction 
Combined) Using All Cases 
df Mean Sguare F E 
3 12 . 33 3.10 <.os 
134 3.97 
137 
1 5.16 1.28 
1 29.27 7 . 35 < .o1 
1 2 .. 80 
Table XVIII 
Analysis of Variance of Index of Group Attraction 
(Questions I & III Combined ) Using "Pure" Cases 
Source of 
Variation 
Between Groups 
Within Groups 
Total 
Perceived 
Probability 
ss 
27.69 
269.49 . 
297.19 
8.64 
df Mean Square F 
'::!: 
v 9.23 3.33 
97 2.77 
100 
1 3.11 
7$. 
p 
Fate 17.07 1 
8.64 
17.07 6.16 <.os 
Interaction 1.98 1 1 . 98 
Table XIX 
Percentage of Scores to Question VIII 
Code H:P H:NP L;;:P 
1 10 6 18 
2 5 6 2 
3 36 3 42 
4 29 0 16 
5 10 44 9 
6 5 18 11 
7 0 0 0 
8 0 6 0 
9 7 12 2 
10 0 6 0 
Total Number 
of Responses 42 34 45 
Question VIII--Scoring Key 
1 I knew them before 
2 Liked because of my work (fast) 
3 Liked, as evidenced by my promotion 
4 Liked on basis of autobiography 
76. 
L:NP 
6 
6 
0 
11 
50 
17 
3 
0 
8 
0 
36 
5 No opportunity for evaluation of like or dislike 
6 Autobiography inadequate for evaluation 
7 Disliked on basis of my work (slow) 
8 Disliked, as evidenced by the faet that I 
wasn't promoted 
9 Not scorable 
10 Disliked on basis of autobiography 
Table XX 
Analysis of Variance Testing for Homogeneity 
of Groups Within the L:P Treatment--~uestion I 
Source of 
Variation 
Between Groups 
Within Groups 
Total 
ss 
5.06 
33.50 
38.56 
df 
8 
27 
35 
Mean Square 
.63 
1.24 
Table XXI 
F 
.50 
Analysis of Variance Testing for Homogeneity 
of Groups Within the L.":'P Treatment,--Q.uestion II 
Source of 
Variation 
Between Groups 
Within Groups 
Total 
ss 
7.39 
28.25 
35.64 
df 
8 
27 
35 
Mean Square 
1.04 
Table XXII 
F 
.88 
Analysis of Variance Testing for Homogeneity 
of Groups Within the L:P Treatment--Question III 
Source o.f 
Variation ss df Mean Sg,uare F 
Between Groups 11.06 8 1.38 1.20 
Within Groups 31~25 27 1.15 
Total 42.31 35 
77~ 
p 
E 
Table XXIII 
Analysis of Variance Testing for Homogeneity 
of Groups Within the L:P Treatment--Question IV 
Source of 
Variation 
Between Groups 
Within Groups 
Total 
ss 
15.00 
95.75 
110.75 
df Mean Square F 
8 1.87 .52 
27 
35 
Analysis of Variance Testing for Homogeneity 
of Groups Within the ·L: P Treatment--Question V 
Source of 
78. 
p 
Variati~o~n= __________ s_s ______ df~ ____ M_e~an~_S_q~u~a~r_e ______ F ______ ~P~--
Between Groups 
Within Groups 
Total 
6.75 
27.48 
:34.23 
8 
27 
35 
Table XXV 
.84 
l.Ol 
Analysis of Variance Testing for Homogeneity 
of Groups Within the L:P Treatment--Question VI 
Source of 
Variation 
Between Groups 
Within Groups 
Total 
ss 
11.50 
65.50 
77.00 
df 
8 
27 
35 
Mean Square F 
1.43 .59 
p 
Table XXVI 
Anal ysis of Variance Testing f or Homogeneity 
of Groups Within the H:.P Treatment- -Question I 
Source of' 
Variation 
Between Groups 
Within Groups 
Total 
ss 
8.11 
19.89 
28.00 
df' 
8 
25 
33 
Mean Square 
1 .01 
.79 
Tabl e XXVII 
F 
1.27 
Analysis of Variance Testing f or Homogenei t y 
of' Groups Within the H:P Treatment--Question II 
Source of 
Variation ss df' Mean Square F 
p 
p 
Between Groups 21.43 8 
25 
33 
2 . 67 2 . 36 <. o5 
Within Groups 
Total 
28 . 34 
49 . 77 
1 .13 
Table XXVIII 
Analysis of Variance Testing for Homogeneity 
of Groups Within the H:P Treatment--Question III 
Source of 
Variation ss df' Mean Square F 
Between Groups 7.43 8 .92 . 67 
Within Groups 34 . 37 25 1.37 
Total 41.77 3:3 
p 
79. 
Table .XXIX 
Analysis of Variance Testing for Homogeneity 
of Groups Within the H:,P Treatment--Question IV 
Source of 
Variation 
Between Groups 
Within Groups 
Total 
ss 
23.72 
63.34 
87.06 
df 
8 
25 
33 
Mean Square 
2.96 
Table :XXX 
F 
1.16 
Analysis of Variance Testing for Homog~neity 
of Groups Within the H:P Treatment--Question V 
Source of 
Variation 
Between Groups 
Within Groups 
Total 
ss 
5.11 
17.84 
22.95 
df Mean Square F 
8 .63 .63 
25 .71 
33 
Table XY..XI 
Analysis of Variance Testi ng for Homogeneity 
of Groups Within the H:P Treatment--Question VI 
Source of 
Variation ss df Mean Sg,uare F 
Between Groups 7.22 8 .90 .74 
Within Groups 30.44 25 1.21 
Total 37.66 33 
so. 
p 
p 
E 
Table XXXII 
Analysis of Variance Testing for Homogeneity 
of Groups Within the L~NP Treatment--~uestion I 
Source of 
Variation 
Between Groups 
Within Groups 
Total 
ss 
10.00 
28.00 
38.00 
df 
8 
27 
35 
Mean Square 
1.25 
1.02 
Table XXXIII 
F 
1.21 
Analysis of Variance Testing for Homogeneity 
of Groups Within the L:NP Treatment--~uestion II 
Source of 
Variation ss df' Mean Square F 
Between Groups 16.50 8 2.06 .89 
Within Groups 62.25 27 2.29 
Total 78.75 35 
Table XXXIV 
Analysis of Variance Testing for Homogeneity 
p 
p 
of Groups Within the L:NP Treatment--Question III 
Source of 
Variation 
Between Groups 
Within Groups 
Total 
ss 
17.00 
33.75 
50.75 
df 
8 
27 
35 
Mean Square 
2.13 
1.25 
F p 
1.70 
81. 
Table XXXV 
Analysis of Variance Testing for Homogeneity 
of Groups Within the L:NP Treatment--Question IV 
Source of 
Variation 
Between Groups 
Within Groups 
Total 
ss 
11.89 
51.00 
62.89 
d.f Mean Square 
8 
27 
35 
Table :XXXVI 
1.48 
2.04 
F 
.75 
Analysis of Variance Testing for Homogeneity 
of Groups Within the L:NP Treatment--Question V 
Source of 
Variati on 
Between Groups 
1./'v'i thin Groups 
Total 
ss 
8.41 
30. 48 
38.89 
8 
27 
35 
Mean Square 
1.05 
1 . 12 
Table XXXV 
F 
• 93 
Analysis of Variance Testing for Homogeneity 
of Groups Within the L:.NP Treatment--Question VI 
Source of 
Variati on ss df Mean Square F 
Between Groups 6.17 8 .77 .84 
Within Groups 24 . 72 26 .91 
Total 30.89 34 
82. 
p 
p 
p 
Table XXXVIII 
Analysis of Variance Testing fo~ Homogeneity 
of Groups Within the H:NP Treatment--Question I 
Source o:C 
Va:viation ss df' Mean ~uare F 
Between Groups 9.45 8 1.18 1.90 
Within Groups 14.41 23 .62 
Total 23.86 31 
Table XXXIX 
Analysis of Variance Testing for Homogeneity 
of Groups Within the H:NP Treatment--Question II 
Source of 
Variation ss df Mean Sguare F 
Between Groups 11.79 8 1. 47 1.41 
Within Groups 23.93 23 1.04 
Total 35.72 31 
Table XL 
Analysis of Varia.nce Testing for Homogeneity 
of Groups Within t he H:NP Treatment--Question III 
Source of 
Variation SS - df Mean Square F 
Between Groups 16.13 8 2.01 1.10 
Within Groups 41.99 23 1.82 
Total 57.88 31 
83. 
p 
p 
p 
Table XLI 
Analysis of Variance Testing for Homogeneity 
of Groups Within the H:NP Treatment--Question IV 
Source of 
Variation ss df Mean Square F 
Between Groups 9.21 8 1.15 .32 
Within Groups 81.00 23 3.52 
Total 90.21 31 
Table XLII 
nalysis of Variance Testing for Homogeneity 
of Groups Within the H:NP Treatment--Question V 
Source of 
Variation ss df Mean Square F 
Between Groups 3.05 8 . 38 .77 
Wi thi n Groups 11.42 23 .49 
Total 14.47 31 
Table XLIII 
Analys i s of Var iance Testing for Homogeneity 
of Groups Within the H:NP Treatment--Question VI 
Source of 
Var i a t ion ss df Mean Square F 
Between Groups 11.29 8 1.41 1.13 
Within Groups 28.59 23 1.24 
Total 39.88 31 
84 . 
p 
p 
p 
-
1. 
2. 
3. 
4. 
6. 
7. 
8. 
10. 
11. 
12. 
13. 
14. 
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ABSTRACT 
mong the many interesting research studies reported 
in The American Soldier one in particular presented the I. 
& E . Division of the U. s. Army with seemingly inexplicable 
findings. An assumption which moat personnel workers 
blithely make appeared to be proven untenable. It was found 
that Air Force personnel were much more critical of promotion 
opportunities than were men in other branches of the Army, 
despite the fact that objectively the promotion opportunities 
were far superior in the AAF. This inverse relationship be-
tween promotion opportunities and satisfaction with the pro-
motion system is contrary to common sense knowledge, and 
current practices of personnel workers. The present research, 
therefore, has attempted to experimentally verily the I. & 
E. findings and tested several hypotheses from reference 
group theory. 
The hypotheses tested included the: ( 1) 11 rela ti ve 
deprivation" hypothesis: 
An individual's morale will be higher when 
an attractive fate has not fallen to him 
if that fate was perceived to have had a 
low probability of occurrence than if that 
fate was perceived to have had a high 
probability of occurrence. 
The inverse of the deprivation hypothesis was called 
the "relative gratification" hypothesis (II): 
An individual's morale will be higher when 
an attractive fate has befallen him if that 
fate was perceived to have had a low proba-
bility of occurrence than if that fate was 
perceived to have had a high probability of 
occurrence. 
2. 
The relative deprivation and gratification hypotheses 
are sub-hypotheses of a general hypothesis called the "rela-
tive expectation" hypothesis (III): 
For any given attractive fate, an individual's 
morale will be higher if that fate was per-
ceived to have had a low probability of occur-
rence than if that fate was perceived to have 
had a high probability of occurrence. 
A "relative fulfillment" hypothesis (IV) was also tested: 
For all given perceived probabilities of 
occurrence of an attractive event, an indi-
vidual's morale will be higher if that event 
occurs than if that event does not occur. 
Thirty-six groups of four male, non-veteran sophomores, 
were formed into pseudo-military hierarchies. Each group 
was subjected to one of four experimental treatments: 
(1) Low Probability of Promotion, and actual Promotion; 
{2) High Probability of Promotion, and actual Promotion; 
(3) Low Probability of Promotion, and No Promotion; (4) High 
Pl~obability of Promotion, and No Promotion. On the basis of 
the hypotheses, it was predicted that the morale scores of 
the treatments would be ranked in the following descending 
order: (1) L:P, (2) H:P, (3) L:NP, (4) H:NP. 
The independent variables of Perceived Probability of 
Promotion and Fate (promotion or non-promotion) were manipu-
lated in a 2 x 2 design. The perceived probability of pro-
motion was induced by the instructions. The Low Probability 
groups were told that only one man out of the four would be 
3. 
promoted from Corporal to Sergeant. Three out of the four 
men in the High Probability groups were supposed to be pro-
moted. To reduce artificiality in the experiment the groups 
were allowed to vote for the men they wanted to have promoted. 
These votes ware entirely disregarded by the experimenter; in 
the promotion groups he secretly promoted everyone, regardless 
of the probability of promotion, and in the non-promotion 
groups no one was promoted. Before the experiment began, 
they were asked to fill out an autobiographical sketch so that 
they would know something about each other when it came to 
the voting. 
The subjects, working individually, were occupied with 
the task of decoding a simple message. After one message was 
complete d a questionnair e was administered which contained 
the names of the men for voting purposes. Also included were 
a number of questions measuring motivation and the success of 
our instructions. 
The dependent variable, morale, was measured after their 
fate, promotion or non-promotion, had been accorded them a~d 
they had completed the second message. Six questions relevant 
to the dependent variable were asked on a self-administered 
rating scale. A seven point scale, whose continuum ran from 
"highly satisfied" to "highly dissatisfied" was used for this 
purpose. The questions measured the following aspects of 
morale: (1) attraction to members of the group; (2) satis-
faction with the task o~ decoding the first message; (3) de-
sire to remain a member of the group; (4) satisfaction with 
4. 
the promotion system; (5) evaluation of the group's produc-
tivity; (6) satisfaction with the task of decoding the second 
message . 
Two additional questions were included, but were not 
relevant to the dependent variable. 
· Mean scores of an index of general morale, and of in-
dividual items, were obtained for each treatment and analyzed 
by analysis of variance. The data of the total experimental 
population were analyzed first. The data based on subjects 
upon whom the independent variable took effect were analyzed 
separately . These cases have been defined as subjects whose 
"expectations of promotions were veridical with the expecta-
tions the experimenter attempted to induce." Analysis of 
these cases revealed many more significant differences than 
were found in the total experimental population's data. 
The conclusions and results which suggest them are as fol-
lows: 
(1) The L: NP subjects were found to have higher morale 
than the H:NP 's on five of the six questions asked. These 
results are essentially as predicted by the relative depri-
vation hypothesis, which may, therefore, be accepted as 
verified. 
(2) Similarly, the L:P's responded more favorably than 
did the H:P's on five of the six questions, which supports 
the relative gratification hypothesis. 
(3) Low Perceived Probability was associated with 
significantly higher morale in both the Promotion and 
s. 
Non-promotion treatments. A significant F ratio was yielded 
by the variable of Perceived Probability of Promotion in the 
index of general morale. These facts, together with the 
verification of the relative deprivation and gratification 
hypotheses, militate toward acceptance of the more general 
relative expectations hypothesis. 
(4) In every analysis made, the people who were pro-
moted responded more favorably than those who were not pro-
moted, which is what the relative fulfillment hypothesis 
would lead one to expect. 
nalysis of another question measuring perception of 
own attractiveness to members of the group revealed that 
self-estimates of treatments were ranked in the same order 
as on the index of general morale. The H:NP 1 s had the least 
favorable self-estimates; they were also the most critical 
of the "manner in which promotions were decided upon." 
Furthermore, no one in the H:NP treatment felt that he was 
' liked on the basis of the autobiography." It appears as 
though failure to rAach a goal which appeared to be virtually 
certain leads to complete rejection of the method and re-
quirements fer its attainment. 
On the basis of tPe average tetrachoric intercorrelation 
between questions a suggestion was made that an extension 
to the "phenomenal causality theoryn might be tenable. To 
teat this suggestion in further research the following 
hypotheses were proposed: when the actions of a group are 
6. 
attractive to its members there are forces on the members 
to (1) like each other; (2) consider themselves well liked; 
(3) like tasks in which they are interdependent with the 
group; (4) highly evaluate the group's productivity; (5) like 
the system which regulated the attractive action or the group. 
